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I. Introduction

Background. This study of employer policies in the San Francisco Bay
Area is part of a longer program of research on the labor market, initiated by
the Institute of Industrial Relations in 1965.

Work on the project,1 including the Bay Area Employer Policy Survey, began
in early 1966, funded jointly by the Department of Health, Education, and Welfare
and the Department of Labor. Since July 1967, however, the Employer Policy
Survey has been supported by a grant from the latter's Department of Manpower
Administration.

Planning a survey of employer policies that would yield data to indicate
recent changes, describe current practices, and, perhaps, be predictive of future
developments in the Bay Area labor market required the efforts of many indivi-
duals and groups. Initial decisions as to the survey's content and scope and
concerning its orientation were made primarily by faculty and staff of the Insti-
tute of Industrial Relations.2 Their efforts, however, were supplemented early
in the planning stage by those of the survey's Employer Advisory Comnittee.

Members of this committee, individually and collectively, aided in the
design and review of the survey's research instrments. They were unfailingly
helpful throughout the interview phase of the study and often assisted us,
through letters and personal contacts, in obtaining the cooperation of the survey
employers.

Members of the Employer Advisory Committee were as follows:

Leonard Beanland
Pacific Gas and Electric Co.

William K. Brown
Continental Can Co.

Harold Buma
Bank of America

John Cantwell
United Employers, Inc.

A. E. Ellison
Pacific Telephone Co.

Harry Erickson
Associated General Contrac-
tors of America, Inc.

Jack B. McCovan
Fireman's Fund Insurance Co.

Clarence Millmm
California Trucking Assoc.

Roy R. Reynolds
Kaiser Industries Corp.

John B. Richards
California Metal Trades
Assoc*

John A. Scalone
California Processors and
Growers, Inc.

Angelo J. Siracusa
San Francisco Bay Area
Council, Inc.

William H. Smith
Federated Employers of
the Bay Area

Steplhen Snow
Northern California Motor
Car Dealers Assoc.

Percy Steele
Bay Area Urban League

0. Luther Weibel
Macy's of California
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Various representatives of state and federal agencies stationed in the Bay
Area contributed invaluble technical assistance in connection with this study, som
of them at the outset of the strvey and others througliout its course. The offi-
cials who helped us are not liited to those named below. But the following were
particularly generous in contributing their own time and that of their staffs or in
sharing their resources of information and experience upon reqtiest.

Mr. Maurice I. Gershenon, former Chief of the Division of Labot
Statistics and Research of the California Department of Industrial Relations
and Mrs, Noel Barber, Read of Employment Statistics of that Division whose
full cooperation in drawing the sample used in the Eployer Policy Survey
and in furnishing technical assistance as our study progressed was invaluable

Mr. Charles A. R asset, San Francisco Regional Director of the Bureau
of Labor Statistics, U. S. Department of Labor and Mrs. Helen Charlton,
amployent Anlyst in that office who facilitated our efforts to obtain
needed information from the Cooperative Employment Statistics Program without
violating the confidentiality of Individual employer return, an often diffi-
cult achievement.

Mr. Russell MN Fitzhugh, U. S. Employment Service Assistant Regional
Director and Mr. Walter Postle, Regional Economist, both of the San Francisecc
Regional Office of the Bureau of ployment Security, U. S. Department of
Labor, who read the interviw schedule in draft form and gave us their advice
and sugestlons.

Mr. James Nato, Coastal AreaAnalyst of the California Department of Em-
ployasat ad his staff woupon our frequent requets, supplied facts and
figures both published and unpublished concerning the Bay Area labor market.
The

s A decision tointerviw a"representative"saple of employers,
questioning them in depth and in breadth across a wide range of their labor market
policies requires the resolution of may problems of schedule content and sample
design. Providing comprehensiveness of coverage in the sense of assuring the ade-
quate representation of those groups and types ofemployers that, together, best
reflect and quite probably serve to create the Bay Area labor market climate involve
in the main, three major factors. These are a correct delineatlon of geographic
area, selection of the proper industry groups, and inclusion of the appropriate size
classes of establishments.

As to our definition of the "Bay Area," we did not believe that the boundaric
of the five county San Franeisco-Oakland Standard Metropolitan Area were entirelyadoaquate-to the purposes of theEmployer Policy Survey. However useful for certain
types of analysis It may be to stress the present conformity of an area'"s charac-
teristics with respect to criteriae phasizing comuting patterns andemployment
densities, an a ue purpose of the survy was the detection of inrgent trends
in the BayArea having strong potential of futur impact. And a disproportionate
aunt of whataight be called the "industry of the future"is located In Santa
Clara County (the San Jose,8tada7 d Eetwpolit-a Statistical Area) dil*ctly south
of thef£Iv-oouqIiy& FrancioOaklmtd area.

The San Jose area has experienced exceedingly rapid growth and economic expan
sion in thelat two decades. In addition, there has been a delded merging of in-
dustrial,comrcial, and residential developmntin the southern portions of Alamed
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and San Mateo counties with that in Northern Santa Clara County. Omission of the
San Jose area from our "Bay Area" would have had the effect of eliminating from
the study the most rapidly growing section in the vicinity. Also, this omission
implies drawing an artificial line at the southern boundaries of Alameda and San
MHteo counties, a line without real analytical meaning for a study with the orien-
tation of this policy survey.

Some argument could have been raised, although it was not, for including In
our survey, Solano, Napa and Sonoma counties to the north of the five counties of
the San Francisco-Oakland area. These three counties do, when added to the six
counties of our "Bay Area" constitute the so-called "Greater Bay Area," often the
most appropriate delineation of local geography for policy making and planning.
Whatever the promise these counties will change and grow more rapidly in the next
decade than in the last, they remain today so much smaller in population and so
much less significant in terms of industrial development than Santa Clara County
that they were not included.

hence, for purposes of the Bay Area Employer Policy Survey, the counties
included are Alameda, Contra Costa, Marin, San Francisco, San Mateo, and Santa Clarr

Inclusion of the last named added 30 establishments to the sample size
despite the fact that a relatively smaller overall sampling ratio was used in the
San Jose area than in San Francisco-Oakland. The decision to adopt the smaller
ratio, though dictated in part by cost, also followed logically from another consi-
deration. Basically, our incursion into this Southern county was more to give
weight to certain types of industrial activity not represented or under-represented
in the five counties than to assign proportionate representation In San Jose to
types of establishments whose counterparts were to be readily found in San
Francisco-Oakla. Besides, many of these latter firms had San Jose branches, the
employment of which could legitimately be included when the headquarters' offices
were surveyed.

The desire to achieve comprehensiveness of coverage was a major considera-
tion in our decision as to industry coverage. There was general assent that a

comprehensive picture of present practices and probable future trends in employer
policies could not emerge from our findings were any major Industry group unrepre-
sented in the survey.

It could be argued that the elimination of Dublic employment from the uni-
verse of employers would greatly reduce Survey costs and that we could, notwith-
standing this omission, emerge at the end with a compendious collection of data
relating to the private sector. Yet, such a limvtation appeared damaging to the
survey's purpose of accurately reflecting present manpower developments and possibla
detecting their implications for the future. Goverment employmnt is growing with
relatively greter rapidity than is the private work force. Also, various signifi-
cant change of policy are now being affected with respect to the former type of
eployment. It might have been argued also that costs could be reduced by omit-
ting construction or, indeed, other industries. But, in each case the penalty of
omission was to leave gam critical gap in the web of employer practices and poli-
cies, the inter-relationships and potentialities of which we were attempting to
explore.

The final decision, therefore, was to include all major industry divisions
within the sample, to stratify the universe of establishments in accordance with
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these divisions, and to select a proportional random sample of establishments from
within each of the strata.

Planning of the sample design proceeded concurrently with development of the
interview schedule. As work on the latter progressed, it became increasingly evi-
dent that our questionnaire would be difficult and time-consu ng to administer.
At best, that is to say with experienced and skillful interviewers in face-to-face
contact with the respondents, a wealth of valuable data could be gathered. It was
obvious, however, that the validity and the comparability of employer returns would
be most difficult to evaluate were a mail questionnaire used as originally planned.
Further, all respondents involved in preliminary tests of the schedule volunteered
that a questionnaire of this scope and complexity would have to be admnistered
by personal interview if employers were to respond at all. The question then
bece, what magnitude of interview and related workload would the survey's, re-
sources perit, and would this magnitude afford satisfactory representation of a
significant universe of employing establishments?

The answer to the first part of this question appeared to lie in the neigh-
borhood of 300 interviews. The application of this figure to the universe of
employes having 100 or more workers on their payrolls yielded a samling ratio
which promsed an end result of coverage for about one-third of all Bay Area
workers employed in establishments of this size. As to the significance of this
group of employers, there is much evidence to suggest that large establishments
are the pacesetters . Their practices and policies, seemingly, exercise an influ-
ence out of all proportion to their number or, for that matter, to the dispropor-
tionately large number of workers such estabUshments employ.

In both San Francisco-Oakld and in San Jose, the relationship of esta-
blishuent size to proportion of work force employed follows the pattern typical of
metropolltan areas. Some 20 per cent of all establishments in these areas employ
approximately 80 per cent of allwae d rwo ers, Conversely, about 80
per cent of all employers account for roughly only 20 per cent of all such workers.
The magnitude of the proportion of wage and salary workers employed by a compara-
tively few employers is even more marked at the upper end of the size class scale.
The number of San Francisco*Oakland and San Jose area employers with 100 or more
employees does not exceed 2 per cent of all employers. Yet these employers,
together, have on their payrolls slightly more than one-half of all workers
(Table 1-1),

These relationships between numbers of establishments and proportions of
workers employed is Indicated in the following table which shows, for 1965, the
distribution by size class of San Francisco-Oakland and San Jose area employers
subject to the provisions of the California Unemployment Insurance Code.

Although the universe of large establishments from which our saple was
drawn also contained "noninsured" establishments employing 100 workers or more,
the addition of these establishments did not weaken the relationship between firm
size and mloyment as shown but, rather, strengthened it. It is appropriate to
present this series for 1965 as the Institute's sampled employers were selected
from a verse of establishments of 100 or uore workers, utililOng the following
information as adjusted to 1966 on the basis of then unpublished data for the
latter year.

11ith the basic specificiations of the 8sample agreed upon, namly, that only
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Table 1 - 1

Insured Reporting Units by Size of Employment, San Francisco-Oakland
and San Jose Metropolitan Areas, September 1965

Insured reporting units in
size groups Employment in size group

Size of firm Per cent Per cent Per cent Per cent

Number of total cumulated Number of total nulated

San Francisco-Oakland Metropolitan Areaa, September 1965

Total - all
size groups 56,621 100.0 851,667 100.0

1,000 or more 68 0.1 154,477 18.1 --
500 - 999 116 0.2 0..3 78,624 9.2 27.3
250 - 499 239 0.4 0.7 81,090 9.5 36.8
100 - 249 761 1.3 2.0 115,0o49 13.5 50.3
50 - 99 1,439 2.5 4.5 99,423 11.7 62.0
20 - 49 3,852 6.8 11.3 118,o54 13.9 75.9
10 - 19 5,671 10.0 21.3 76,480 9.0 84.9
4- 9 13,474 23.8 45.1 77,891 9.1 94.0
0 - 3 31,001 54.9 100.0 50,579 6.o 100.0

San Jose Metropolitan Areab, September 1965

Total - all
size groups 13,758 100.0 227,500 100.0

1,000 or more 22 0.2 70,951 31.2
500 - 999 21 0.2 oA4 14,958 6.6 37.8
250 - 499 50 0o.4 0.8 17,486 7.7 45.5
100 - 249 157 1.1 1*9 23,414 10.3 55*8
50 99 324 2.4 4.3 22,087 9.7 65.5
20- 49 929 6.8 11*1 27,815 12.2 77.7
10- 19 1,1401 10.2 21.3 18,878 8.3 86.0
4 - 9 3,1423 24.9 46.2 19,746 8.7 94.7
0 - 3 7s431 53.8 100.0 12,135 5.3 100.0

Source: Insured Reporting Units by Size of
1965, California e nt- of Emloymat,
Section, San Francisco, July 1966 (mogre

E ployment and Industry, September
Coastal Area Research and Statistics

aIncludes Alameda, Contra Costa,, Marin, S4n Francisco and San Mateo Counties.

bIncludes Santa Clara County.
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establishments having 100 or more workers would be included, but that employers inall major industries and in the six counties would be surveyed, we turned for assistance in drawing this sample to the Division of Labor Statistics and Research of

the California Department of Industrial Relations.

This department produces jointly with the California Department of Employ-ment all officially releasedstate and area estimates of employment in California.
As the Department ofIndustrial Relations holds the Bureau of Labor Statistics
contract to administer the Cooperative Employment Statistics Program in California,it has access to

data needed to draw a sa le from among establishments In a

given size class that are not included under the unemployment insurance program

as well as those which are. This capability was essential in our sample selectionas all industries, both insured and noninsured were to be included in the study.Because of the confidentiality of individual establishment data, employees of the

Institute, of course, could have access neither to much of the data permitting theestimation of the universe of employment to be covered by the survey nor to the

individual firm listings from which establishments were selected on a probability
basis.

Using both unpublished and published materials available in nid-1966, the

Division of Labor Statistics and Research prepared estimates by industry as to the

universe of employment accounted for by establishments employina 100 or more
workers. In addition, the first sample of 300employers was, with certain excep-

tions, drawn randomly from an array ofemployers representing this universe.3Then, using the same procedures, a second sample of 300 establishments was drawn
so that in cases nonresponse (which were surprisingly few) substitutions could

be made from within the same 2-digit industry group of the secondsample.4 Such

substitutions were made eitherraandmly or, circumtances appeared to warrant

this departure, with a view to duplicating as nearly as possible, certain charac-

teristics of the nonrespondent such as county of location or type of organiza-

tional structure. After all such substitutions weremmde and a few establishments
were added, the number of establishments in our sample totaled 309.

From the above discussion, it will be noted that, in selecting our sampleof employers, we did not always follow the rigorous techniqees of sample selection
that should be utilized when essentially quantitative findings are to be extra-

polated statistically to the universe from which the sample is drawn. Despitethis fact, however, we have amassed findings describing the policies and practices

of a sizeable and randomly selected group of the Bay Area's most important andinfluential employers. On the average, each employer included among our esta-blishments accounts for the employment of 900 Bay Area workers: together, these309 respondents have on their payrolls nearly 280,000 employees, or about per

cent of the six counties' total force of nonfarm wage and salary workers. We
shall, in addition, be most wary in drawing anything more than broad inferencesand generalizations from our sample data as to the characteristics of all large
employers.

Totals for the volume of employment covered by the interviet7 sample and for

the universe from which it was drawn were comuted by the Division of Labor Statis-
tics and Research of the California Departmt of Industrial Relations from indi-
vidual employer reports available to that agency. (Table 1-2.) September 1966industry totals

the sampled employers, as shown, are not identical to theemployment reported by thesame establlsbments to us in our interviews, as the
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Table 1 - 2

Number, by Major Industry Group, of Establishments and Workers in Universe
and Sample of Ehmployera with 100 or More Workers in the Ban Francisco-Oakland

and San Jose Metropolitan Areas in September 1966, and the Per Cent of
Establishments and Workers Sampled

Universe of Sample of
establishaments establishments
of 100 or more of 100 or more

workers workers Per cent sampled
Industry --

Number of Number Number of Number
establish- of establish- of Establish-
ments workers ments workers ments Workers

Total 1,690a 873,837 309 279,123 18.3 31.9

Mining and
construction 127 29,311 26 6,550 20.5 22.3

Manufacturing 523 255,068 119 95,113 22.8 37.3

Transportation,
conication,
electric, gas and
sanitary services 147 114,586 27 41,538 18.4 36.3

Trade 335 97,o6l 46 34,556 13.7 35.6

Finance, insurance
and real estate 152 51,470 25 28,177 16.4 54.7

Services 247 67,442 36 20,829 14.6 30.9

Government 159 258,899 30 52,360 18.9 20.2

Source: Unpublished tabulation of the Division of Labor Statistics and Research
of the California Department of Industrial Relations.

The total of 1,690 establishments comprising the universe includes the 1,525
firms employing 100 or more workers that were subject to the provisions of the
California Unemployment Insurance Code in September 1966. (As can be seen from
Table 1-1, there were 1,184 such firms in the San Francisco-Oakland Metropolitan
Area in September 1965 and 250 in the San Jose Metropolitan Area, giving a total
of 1,434 insured firms in the earlier year.) In addition to the 1,525 insured
firms in size classes of 100 or more workers in 1966, the universe of larger
establishments for that year includes 165 employers in such noninsured activities
as government, transportation, and religious and charitable organizations, for
a total of 1,690,
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interviewing period covered a considerable time span. However, the relationships
between sample coverage and universe presented, by industry for September 1966
(Table 1-2), are essentially the same as for July 1967, the month to which our
employer-reported data were adjusted for purposes of assigning the size classes
shown in the survey's frequency distributions.

On the average, establishments in our sample exceeded by about 300 employees
the average for all Bay Area firms with 100 or more employees. This difference is
accounted for in some degree by our occasional departures hroti the legal defini-
tion of an establishment.

The word "establishment" is not always used in this study in accordance
with the legal definition of such an entity. In contrast to the usual practice,
interviewers were instructed to include as the employment of a single establish-
ment all of a firm's employment located in any of the six Bay Area counties
rodin that the personnel policies affecting the included work force were

homogeneous and that accurate information as to these policies could be obtained
from the corporate layer we were addressing.

Conversely (although not as frequently) branches or sections of firms that
would be considered a single establishment for such purposes as reporting employ-
ment and wage data to a goverment agency were sometimes dropped because the heterv
geneity of their policies and practices could not be accommodated to a single
schedule, or because our respondent did not believe himself qualified to describe
certain units of his organization in the requested detail. Hence, certain of our
"establishment' might be better termed "multi-establishment organizations" while
a few, in fact, represent but part of the total establishment.

In interpreting all the data collected in our survey, the limitations and
special characteristics of the sample must be kept In mind. Nonetheless, the
assuption appears incontrovertible that the employer reactions we have recorded,
influenced as they were by both the short time and longer term developments
characterizing the Bay Area during the interview period5 ban provide valuable
insights into the changing currents now characterizing its labor market climate.

Methods and-roceduress. Primary research methods used in conducting the
Bay Area Employer Policy Survey included structured interviews of a randomly
selected sample of respondents, and subsequent analysis of the survey data through
compilation of significant frequences and the cross-tabulation of pertinent
variables.

A description of our procedures in some detail is in point, for it should
serve both to fill out this bare statement of methodology and also to assist in
interpreting and evaluating the data.

As mentioned above, the research Instrument (reproduced in full at the
end of the Appendix, following other appendix materials) that was designed to
record employer policies and practices proved too formidable a document for use
as a mail questionnaire. It consisted, in fact, of two lengthy sections:
Part I, the interview schedule of 33-page length and Part II, a 19-page supple-
ment of statistical tables to be completed at the option of the employer.

In designing the schedule, it was early decided (at the suggestion of the
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Employer Advisory Committee) that those questions requiring resort to records by
the employer should be left with him as a statistical supplement (Part II) for
subsequent completion at his option. Also placed in the statistical supplement
(and again at the suggestion of this committee) were requests for certain data
which we had good reason to believe based on the experience of our pilot inter-
views, employers would be most unlikely to furnish. The rationale behind the
latter suggestion was the real benefit td be gained in covering those areas in
whi h employers do nbt maintain records or, if they are kept, are maintained in
Sudifshi a not to be readily accessible or to be noncomparable with those
of other companies. It was generally believed that information covering the age
distribution of employees and breakdowns of separations and accessions data by
occupation and type of personmel action would usually be unavailable, and such
was the case.

In any event, our experience respecting return of the Part II tables was
not favorable despite the earnes efforts of many employers to complete thee as
requested.

For one thing, the scope of the subject matter was so broad that, as a
rule, the services of more than one person were required in order to complete
the full range of tables. As a result, persons who had not been present at the
interview (where such matters were discussed as definition of the establishment,
or definitions of the items to be recorded) became involved, without adequate
instruction, in the completion of these tables. In many instances, particularly
in connection with the wage tables, special machine runs or laborious hand counts
would have been required in order to supply the data we requested.

Of the total of 309 interviews, 180 reasonably complete or partial Part
uIs were returned. In addition, we gathered at the time of the interview the
data needed to complete another 100 of the recruitment tables from Part II, a
copy of which is reproduced at the end of the Appendix.

As a result of the low rate of return of Part Ils, tabulations of these
data are not presented, with the exception of those relating to hiring channels
as shown on the above-mentioned recruitment table. The supplementary statistical
tables which were returned, however, as well as the numerous publications, bro-
chures, labor agreements, and the like that were collected from the respondent
establishments during and after the interviews were of much help in interpreting
the interview schedules. Much of this information, particularly that relating
to wages, will be used in the more specialized studies to follow this initial
report of our findings.

But whether or not the survey employer was willing and able to complete
the supplementary tables, the interview we proposed demanded much of his time and
patience. Full knowledge that we were placing a heavy burden on hard-pressed
executives of Bay Area business and, government in requesting them to complete
these documents explains, in large part, a number of our approaches both in
seeking interviews and in conducting them. Our first step in approaching an
employer was to direct a letter, signed by the Director of the Institute of
Industrial Relations to, with very few exceptions, the establishments chief
executive. (A copy of this letter is reproduced in the Appendix, immediately
preceding the interview schedule.)
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The letter was followed within a few days by a telephone call from the
Project Director or another member of the Institute's staff who explained the
survey's content; attempted some sort of prognosis as to the time the interview
would likely take; mentdbned our desire to obtain supplementary statistical infor-
mation in addition to a Icompleted questionnaire, and answered such questions as
were asked.

Generally, numerous calls were entailed before a firm appointment date was
arranged, dither with the executive initially approached by letter or with the
official or officials he designated. To the very great credit of Bay Area employers
it can be said without qualification that our difficulties in arranging appoint-
ments steamed far more from the problem of reconciling the crowded calendars of
ready beleagured executives with the demands we proposed than from any reluctance
they expressed to cooperate in the study. Notwithstanding this evident coopera-
tion with the Institute and its survey, however, efforts to schedule our out-
sized demands for the respondents' time and energies at their complete convenience
frequently produced inordinately long delays in confirming appointment dates.
Such delays ultimately resulted in a longer interview period than would have been
required to administer a less demanding schedule.

Our discussion, prior tomaking an appointment, of the purpose and scope
of the study and the problems likely to be encounter9d dur the interview vir-
tually guaranteed a high measure of cooperation fTro the r"pondent once his
consent to participate was obtained. At the same time, It did notreoult in
uniformity, as to level or classification of the persons interviewied.

Our initial contacts were invariably with the highest level person in the
organization whom it was at all appropriate to approach. Fortumately, the varlou
members of ourEmployer Advisory Committeewere often most helpful in deteri
the identity of that person and in reinforcing our requests with appeals of their
own. We preferred having the higher level executive designate the personwbo
was'to speak for the company" rather than initially striking lower in the organi-
zational strucqture, even when it appeared more expedient or appropriate to do so.
Such violations of protocol always risked, at best, the lesser official's need
to obtain his superior's assent for participation. At worst, the result could
be an interview with a respondent who was not fully qualified to discuss the
broad range of policy matters covered in the schedule.

Because we pointed out in our preliinary discussions the survy's empha-
sis on employer policies respecting personnel and industrial relations' matters,
a frequent choice of interviewee by the extablishment's executive (if he did not
decide, himelf, to conduct the interview) was the ranking official n that field.
This was sometimes the Persoanel Manager, Industrial Relations Director, or Vice
President in Charge of Persounel Relations or, where there was no Personnel
Department, the employee most active in personnel, possibly the OfficeManager.
However, as we stated that portions of the survey concerned "operations" (for
example, the section of technological change) the executive often advised, or
the interviewee later suggested, that the Plant Manager, Division Maager, Chief
Engineer, or some other appropriate officialparticipate in the interviw.

It might be argued, in the light of these considerations, that our data
lack homogeneity in that perceptions of company policy and practices can be
expected to vary substantially in accordance with perspectives acquired through
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tenure in a given job classification. T.his is indeed true. But perceptions
will also vary in relation to the amunt of authority the employee actually
possesses (which may differ widely from company to company despite across-the-
board uniformity of job title), and also in relation to such factors as length
of service, and empathy with the policies and practices of an employer. Our
problem, though, was not to measure how the perceptions of occuNants of a given
position in various estAblishments differ in relation to a series of such variables.
Rather, our concern lay in obtaiting the most authoritative desc4ptions avail-
able of the policies and practices characterizing a group of establishments repre-
senting the entire spectrum of industry. This end appeared best served by toncen-
tratbg our efforts on obtaining as interviewee an "authorized spokesman" for the
establishment, whether its President or its Chief Clerk.

We did not, unless requested, send a copy of the interview schedule to
the respondent in advance of our appointment. This policy was agreed on initially
for the obvious reason that our questionnaire was a sufficiently fearsome docu-
ment that its unattended arrival, we believed, could discourage a recipient whose
consent was wavering. But shortly a more creditable reason emerged for withholding
the schedule until the interview.

With the exception of one or two employers who did cancel out after seeing
the schedule, the more usual response to its receipt was the employer's attempt
to complete certain sections prior to the interview date. This procedure risked
the respondent's wasting a substantial amount of tim in efforts to go it alone
before various definitions of reported items were mutually developed in workable
form.

We did find, however, that the interview period could be materially
shortened by giving the respondent a copy of the schedule which he read as the
interview progressed. This added efficiency appeared to derive in part from
the fact that communication was facilitated through visalization, particularly
in the multiple choice answers. Also, when the interviewer became involved in
extensive note taking in order to record some qualification or extension of
remarks this time lag could be utilized by the interviewee in formulating his
next responses.

Time, of course, was most definitely of the essence, both In describing
the employer's probable comtment when requesting an appointment and later in
conducting the Interview. It was not easy to predict, in advance, how long an
interview would last nor, during its course, to control its duration.

Interviews often, although not always, lengthened wheu the establishment
was organizationally complex or represented an industry that performs services
or adheres to personnel practices which deviate materially from those comronly
found. More significantly influencing interview length, however, were the res-
pondent's propensity to enlarge his anwers with detail as his interest warned
to the task, and the mechanics of a specific interview such as amount of inter-
ruption, number of persons present, or number of visits required to complete an
interview. A longer or shorter Interview time than the usual two to three
hours6 did not, as a rule, affect the copleteness with which the data tabulated
in the body of this report were gathered. But length of time, quite understandably
did govern the amount of Illustrative and often valuable comment that was recorded.
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In selecting interviewers7 for the survey, we were ever mindful of the
suggestion, however, phrased, that was made by every one of the respondents who
participated in the pilot interviews. They inevitably adjured us not to use
"ordinary poll takers" in this survey. The great majority of all interviews were
conducted by persons with a broad background knowledge of the labor market or of
personnel administration gained from long experience in private industry or
government.

The interview itself, although structuted through use of our schedule, was
not characterized by that straight-jacketing of the respondent which tan result
fromi the rigidities of a precoded questionnaire. Employers had free rein to reject
offered answer choices if none accurately described their individual circumsmtances
or those characterizing their industries. In consequence, the interviewer some-
times found it necessary to devise on-the-spot improvisations or schedule modifi-
cations if the requisite comparability were to exist among the diverse conceptuli-
zations and formulations that a sizkgle set of questions can evoke from 309
employers representing no less than 59 separate 2-digit industry groups.

Our rejection of a more rigid type of schedule enriched the store of data
gathered in this survey. It also added to our data processing problems when the
interview period was at an end. Durina our interviews we had accepted a sizeable
bulk of free answers in order to record the various nuances and qualifications
that accurately expressed the employer's view-point or his response to a specific
inquiry. It then appeared unjustifiable waste at the data processing stage to
sacrifice the richness of data so obtained to the exigencies of electronic data
processing. At lenoth, 222 paoees of coding instructions resolved this dilemma
as nearly as it could be resolved within the confines of allowable time and
budget.

The survey data that follow, we can only hope, will provide sufficient
insights into the changing Bay Area Labor Market that those loyers and others
who so generously contributed their time to the enterprise will believe their
efforts to have been worthwhile.



II. Employment

Chnaractelis of uye eat&lishments. The number of establishments
included in our survey is distributed by major industry group in roughly the same
proportion as are all establishments in the Bay Area with 100 workers or more.
Consequently, when the survey employers express a particular response, their
voces are reflected, by industry, in about the proper proportion to those of all
other employers in this study. A few too many replies may come from employers
in manufacturing and construction and not quite enough from those in trade and
aervices. In the main, however, the various industry groups are proportionately
represented by their constituents as might be expected of a group randomly selec-
ted fram an array of employers representing all industries.

The correspondence between our survey establishmnts and all establishments
of their sixe as to industrial distribution is not as close in terms of numbers of
ployees as it is for nbers of employers. Hence, some caution should be

observed if one seeks to gauge the significance of a policy or practice not In
relation to the number of employers responding but to the number of workers likely
to be affected by its impact. Judged in this light, a policy peculiar to an
individual industry whose total work force is significantly overrepresented by
our group of employers way receive too great mphasis. Conversely, the impact of
policies peculiar to government and construction may receive less weight than Is
warranted when related tov the proportion of similar employment In the work force
of all large Bay Area establishments. The need for caution is related to the
fact that in some Industries such as finance our selection was such as to result
in a larger size of establishment on the average than that typifying all large
employers in the same industry. In other activities such as government, the
average establishment sixe was smaller than that for the industry as a whole.

The following three tables present in as great detail as is possible, with-
out violatlg the confidentiality of individual ployer returns, distributions by
industry and by number of eployees of the establishments included In the Bay Area
Employer Policy Survy.

_omen.t.ana- Ankr Of eIM1lyes The first bit of employment history
our resp ts were a d caumerd the extent and direction of change, if any,
since 1960 in ployment In their establishments. Some employers had figures at
hand upon which to base their replies. Others forwarded the actual totals later
as suppleantary statistIcal information. But, in any event, the categories into
which employers were requested to fit their answers were sufficiently broad that
practically none hesitated, even if guided by emaory alone to reply In broad
generalities (Table 2-6) as to the course of their employment In the years since
1960.

In reporting ges, or lack of change, in the number of their mloyees,
the survey eployers were speaking against a backdrop of developments that was
appropriate to the tenor of their vwers. The number mployed in the six coun-
ties had advanced by 30 per cent from July 1960 to midyear 1967 as compared with-
a 22 per cent rise In the sAme period for the nation as a wholejl Hence the
largest number of establishlnts could very well have been expected to register
the substantial increase of loymet size that was reported and the second
largest group, a slight increase. Not as readily to be anticipated was the fact
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Table 2 - I

Establishments Included in Survey, and All Bay Area Establishments
with 100 or More Employees, by Maor Industry Group, September 1966

Major industry rou

Survey
establish-

menats
All

establishments

All extablishents

Number
Per cent

Mining and construction
Manufacturing
Transportation, comnication
electric, gas, and santary services

Trade
Finae., insurance and real estate
Services
Goveeut

309
100.0

1,690
100.0

7.5
31,2

8.4
38.6

8.7
14.9
8.1
11.6
9.7

8.6
19.8
8.9
14.6
9.4

Source: Unpublished tabulation of the Division of Labor Statistics and
Reseach of the California Department of Industrial Relations.

ml" --
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Table 2 - 2

Employees in Survey Establishments, and Employees in All Bay Area
Establisbments with 100 or More Employees, by Major Industry Group,

September 1966

Major industry grou

Employees
in survey
establish-
ments

Employees
in all

establishments

Al workers

Number
Per cent

Mining and construction
Manufacturing
Transportation, camunication,
electric, gas and santary services

Trade
Finance, insurance, and real estate
Services
Government

279,123
100.0

2.3
34.1

873,837
100.0

3.4
29.2

14.9
12.4
10.1
7.5
18.7

13.1
11.1
5.9
7.7
29.6

Source: Unpublished tabulation of the Division of Labor Statistics and
Research of the California Department of Industrial Relations.



Table 2- 3

Establisbments by Industry --
Bay Area Employer Policy Survey, 1967

Industry

All establishments

Number
Per cent

Mining and construction

Manufacturing
Durable goods

Stone, clay, and glass products
Primary metal industries
Fabricated metal products except ordnance, machinery,
and transportation equipment

Machinery, except electrical
Electrical mahinery, equipment, and supplies
Ordnance and transportation equipment
Other durable goodsa

Nondurable goods
Food processing
Textiles and apparel
Paper and alied products
Printing, publishing, and allied industries
Other nondurable goodab

Transportation, cammnication, electric, gas, and
sanitary services
Motor freight transportation and warehousing
Water transportation
Transportation by air
Other transportation and public utilitiesc

Wholesale and retail trade
Wholesale trade
Retail trade
General merchandise
Food
Apparel and accessories
Furniture, home furnishings, and equipment
Eating and drinking places
Other retail storeed

309 .
100.0

38.5
18.4
1.0
2.3

5.0
2.9
3.2
2.6
1.6

20.1
9.1
1.0
2.6
3.2
4.2

8.7
3.2
1.6
1.0
2.9

14.9
4.2

10.7
2.9
2.3
1.0
1.0
1.2
2.3

II-1-c(l).



Table 2-3, Establishments by Industry, continued.

Finance, insurance, and real estate 8.1
Finance 3.2

Banking e 1.9
Other finance 1.3

Insurance and real estate 4.9

Services 11.7
Hotels, rooming houses, camps, and other

lodging places 1.0
Personal services 1.0
Miscellaneous business services 2.9
Medical and other health services 3.2
Educational services 1.3
Other servicesf 2.3

Government 9.7
Federal government 2.9
State government 1.3
Local government 5.5

City, county, special districts 3.2
School districts 2.3

aLuber and wood products; furniture and fixtures; professional and scien-
tific instruments; and miscellaneous manufacturing industries.

bChemicals and allied products; petroleum refining and related industries;
rubber and related miscellaneous plastics products; and leather products.

cRailroads; local and suburban transit; transportation services; communi-
cations; and electric, gas, and sanitary services.

dBuilding materials, hardware, and farm equipmxent; automotive dealers; and
miscellaneous retail stores.

eCredit agencies other than banks; and security and co ty brokers.

fAmusement Ad recreation services; legal services; nonprofit membership
organizations; and miscellaneous services.

II-l-c(2).
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Table 2 - 4

Establishments by Number of Ikuployees -
Bay Area Employer Policy Survey, 1967

Number of employees

All establishments

Number 309
Per cent 100.0

Under 250 42.1
250- V99 23.6
500- 999 16.2

1,000-1,999 9.1
2,000-2,999 4.5
3,000-4,99g 1.3
5,000 ard over 3.2
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Table 2-5

IEtablisbments by Number of Employeesa Within Major itdAistry Group --
Bay Area Employer Policy Survey, 196'I

Major industry group

AU establishments
Number

Mining and
construction

Under 250
250- 499
500 - 1,999

Manufacturing
Under 250
25- 499
500- 999

1,000 - 1,99
2,000 - 2,999
3,000 and over

lIurable goods
Under 250

250- 499
500- 999

1,000 - 1,999
2,000 - 2,999
3,000 and over

Nonndurable goods
Ubder 250

250 . 499
500- 999

1,000- 4,999

Transportation
and utilities

Under 250
250- 999

1,o000- 1,999
2,000 and over

Major industry groUp

309

100.0
57.7
30.8
11.5

100.0
48.7
23.5
13.5
6.7
3.4
4.2

100.0
47.3
24.6
8.8
7.0
5.3
7.0

100.0
50.0
22.6
17.7
9.7

100.0
33.4
22.8
22.2

Trade
Under

250 -
500 -

1,000 ond

250
499
999
over

Wholesale trade
Under 250

250 - 1,999
Retail trade

Under 250
250- 499
500- 999

2,000 and over

Finance, insurance,
and real estate

Uhder 250
250- 499
500- 999

1,000- 1,9
5,000 and over

Services
Under 250

250- 499
500- 999

1,000 - 2,999

Government
Under 250

250 - 499
500- 999

1,000 - 1,999
2,000 ad over

100.0
43.5
30,4
1502
10.9

100.0
53.8
46.2
100.0
39.4
30.3
18.2
12.1

100.0
32.0
24.0
20.0
12.0
12.0

100.0
41.7
22.2
17.7
19.4

10000
16.7
23.2
26.7
16.7
16.7

aIn order to increase the awrnnt of detail that can be shown without
disclosing the identity of individual establishmnts, size classes as
swwn above are not additives For a size distribution that is additive
to the total of establis nts, see the preceding Table 2-14.

.1 -
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Table 2 - 6

Employment Experience of Establishments, 1960-1967 --
Bay Area Employer Policy Survey, 1967

Employment experience

All experiencesa

Number 307
Per cent 100.0

Increased substantially 49.2
Increased slightly 16.6
Decreased substantially 10.7
Decreased slightly 3.6
Fluctuated, but with little net change 5.9
Remained relatively stable 14.0

aTotal experiences exclude establishments that did not provide
information.
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that, amng the relatively few employers reporting decreased esployment since
1960, the majority would characterize these declines as substantial rather than
slight. Quite possibly, though, such a development should be expected in times
of rapid employment expansion. Even in a period of expaion, soe eployers
may be plagued by circumstances peculiar to them as individual enterprises or by
situations affecting a particular industry or location. In other cases, contrac-
tion of loyment may be associated with technological change. And in the Bay
Area, wbere so my activities are affected seasonally or are dependent on the
vagarles of a contract work load, it can be no surprise that some respondents
reported their employent since 1960 to have fluctuated, but with little net
change.

Of the 307 respondents who described the experience of their establishments
as to nuaber employed in recent years, 264 mentioned am type of change while
43 reported relative stability.

As mentioned above, the large majority of those that did report employment
change had exprienced elther a substantial or a slight increase of employees. A
much smaler proportion of repondents spoke of declining ployent and even
fevr of employment fluctuations with little net change in work force from 1960
to 1967.

The question arises, how typical were the replies of our respondents when
set against the larger backdrop of Say Area employment developmets in the years
since 1960?

AS indicated above, the t of six-county Bay Area nonagricultural wage
and salary ployment rose by 30 per cent from midyear 1960 to July 1967
(Appendix Table B31). Major industry groups shwing particularly pronounced
increases were services, government, and durable goods maufacturing. Those
experlenclg about the saas or slightly less than the general growth for this
period were retail trade; finance, Insurance, and real estate; and transportation.
Substantially smaller increaes *ore experienced In wholesale trade and construc-
tion, while nondurable goods mufacturing actually lost ground.

There are several reasons to explain the variations of individual survey
employers from the trends for their major Industry groups aside from reasons
reflcting the atypical circuitances of a specific establishment in a given
period. One of these is the fact that not all industries gathered under the
cloak of a co major industry group have fared the same since 1960. The trend
of Bay Are ordce eplyet, for example, bears little resemblance to that
of shipbuilding, yet the fortus of both are merged In durable goods manufacturing.

Variatiom ay also be related to number of ployees. In industrles such
as construction, trade, and seicog, It is the larger establishmnts that tend to b
more stable, and often they can expand while their saller competitors maintain,
at best, a precarious stability.

And there Is the factor of location within the Bay Area with its relation-
ship to variation in the experiences of Individual employers within a camwn
major industry group. becaue of the Importance of the location factor, it is
treated In detail and at length in ectiom IIT following. For the pr"ent it is
sufficlent to note that, while there was a 30 per tent advance in six-county Bay
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Area eloymet from July 1960 to July 1967, there was a gain of only 22 per
cent In the San Francisce-Oakland Metropolitan Area a&d a 70 per cent rise in
San Jose.

Thuw respondents from a single major industry group can be expected
(Table 2-7) to report a variety of typs of changes In their nuers of employees
since 1960. And It can also be expected that, in the aggregate, their experiences
my not appear entirely representative of their respective industries as a whole.

More of the survey establishments from construction, for ex le, reported
slight work force Increases and fewer reported decreases than did all of those
surv d, a pattern not to be expceted in an industry which, as a whole, experiencec
coapicuously little growth since 1960. A relatively large proportion, however,
reported ploymat fluctuations ovr this period with little net change. And
fevr than the general average spoke of substantial employment lncreases. Our
survey employers,, It should be noted, appear to have included a disproportionate
repr"entation of firm in heavy construction and in nonresidentlal building,
which did not experience ep1et contraction to the same extent as many resi-
dential builders.

In term of numbers of employers the responses shown for durable goods
manufacturing underemphasixe the significant expansion of this industry in the
Bay Area since 1960. The subsequent section, hwvever, will discuss the consi-
derable differentials In emplo nt growth that h characterized these mu-
facturers by specific Industry and locatlon within the Bay Area. Responses of
nondurable goods mufacturers more closely followed, in the below-average nuber
of employmnt ineawes and aboveaverage number of decreases they reported,, the
pattern that would be expected it an Industry group that has decreased in work
force since 1960. Contributing to this decline have been the many Instances of
increasing mchansation In such process Industries as food, chemicals, and petro-
leum refining that have permitted rising production despite stable or contracting
employent.

Although larger proportions of establshments in transportation and utili-
ties and In the finance group reported substantial Increases in employment than
might ha been expected on the basis of the behavior of employmnt in thoe
indtry groups. there were sub-sectors within each of these complexes which
were exriencing rapid expansion.

About the am relative number of respondents In trade as In the total of
survey respondents reported substantial or slight eployment increases since 1960
while somhat ore than the ral average mentioned decresses. This response
Is not out of I with the performnee of all slx-county employment In trade
since 1960. ark*ed dIfferences have occurred within the Industry, however.

Whlle retail trade ployent has expanded at about the pace of all Bay
Area ployment, wholesale trade has advanced mre slowly. Reflecting this inter-
industry differential is the fact that survey employers In wholesale tra more
often than those In the total group entioned substantial employment decreases.
Many of the*e employers were in activities where econoMies of distribution such
as change to bulk shipments or cutbacks In th service afforded retailers are
having a significant ipact on employment. In addition, not all repondents In
retail trade echoed the favorable eploymet experi.nce of ame. Retail trade,
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Table 2 - 7

Changes in Number of Employees, 1960-1967,
by Major Industry Group --

Bay Area Employer Policy Survey, 1967

Fluc-
In- tuated,

Total creased In- a little
mPer substan- creased De- net

Major industry group Number cent tially slightly creased change

All industriesb 264 100.0 57.2 19.3 16.7 6.8

Mining and construction 23 100.0 43.6 30.4 4.3 21.7

Manufacturing
Durable goods 50 100.0 56.o 16.0 22.0 6.o
Nondurable goods 50 100.0 38.0 18.0 32.0 12.0

Transportation and
utilities 23 100.0 82.7 13.0 -O 4.3

Trade 41 100.0 56.0 22.0 22.0 --

Finance, insurance
and real estate 23 100.0 60.9 13.0 17.4 8.7

Services 30 100.0 70.0 16.7 10.0 3.3

Government 24 100.0 70.8 29.2 --

aIncludes establishments reporting both substantial and slight decreases.

bThe total excludes those establisuments reporting relatively stable
employment since 1960 and those not providing infomation.
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in fact, exhibited a decidedly mixed picture with the sometimes waning importance
of cetral city sales outlets contrasted, in some instances * aainst the expanion
of flourishing brances in the suburbs.

Almot three-quarters of all respndents in services and governmnt, the
two mot rpldly, grrving industries in the Bay Area in tero of employmt since
1960, rported substantial mpl t increases. Government eployers, In addi-
tion, report*d slight work force addition with gtkater then average frequecy
and no istances whatevei of decreases. Empl*ets from servies, on the other
hand, metioned slightly lees than the avrage proportion of slight employmnt
Increases and sufficiet instances of worker decreases and of fluctuating employ-
ment evels to reflect the conslderable variety of activities included in this
major Industry group.

Reasonf m - n er of eMlo els Of the 307 respon-
dents that charaterized the co of their establishmt's loymet since
1960 In the categories of chnes as shown In Table 2-7 above, 184 reported
ubs l elyment ch"as. Of these, 151 metioned substantial increases
iwo force ad 33, substantial decreases. These 184 respondents were, In
turn, asked concerning the reasons that, in their opinion, accomted for thelr
mloymt experlence.

Far and away the greatest weight for all appreciable changes in number
of ploye was assigned by the survey respondents to chanes in the products
or service supplied by their establishments (Table 2-8). A poor second when
view d as a cause of changing employnt size was organizational changes within
and beyond the imdiate establlshment.

Technological change as a agecy of change so far as t of employment
is cocerned was credited with but minor signiflcance. To be taken into account
in evalutg this conclusion are the manlfold probles of dilsentanglng the
Impact of such chane from that of shifting demand. It Is more than ordinarily
difficult, at best, to determine the respective influences of these two factors
on an employment moment representing the net result of the effects of both.
In any ent, a cosiderably more significant role was accorded to technological
change when sigficant alterations In the occupational composition of employment
were to be explned.

Increases In dmd for the loyer's products or services wer seen as
far and way the mot important agt of rising employmet levels, with almost
four-fifths of all s for work force gains In this category (Table 2-9).
tetimd ost often was quite simply the fact of a greater volume of buiness

or activity,, Other repodets specified causes for this greeter volume,
mntioning lmprowvments of products or services, population growth, or Vietnam.

Structural changes relative to economic changes were given a minor place
as causing appreciable emplaymet Increases. The latter, as might be expected
in the rapldly growing Ba Ae, wre most likely to reprsent the opening of
now mits by the establishm t. lttoned as a poor third In producing employ-
gt incres"e were te nologicl chages. Their sigiflemce, in this respect,
was rated Mach lover than muh of the literature on the subject would suggest,
presumbly because each emploer was addressing himself, quite appropriately,
only ton the eploymnt inceass wit edina single establs t and not t
those occurring in the larger context of an entire econmy.



Table 2 - 8

Reasons for Substantial Changes in Number of Employees,
1960-1967 by Type of Change --

Bay Area Enployer Policy Survey, 1967

Reasons for substantial changes

a
All reasons

Number 240
Per cent 100.0

Reasons due to change in demand for
products or services 72.2

Reasons due to structural change 18.3

Reasons due to technological change or
need to increase productivity 6.2

Reasons due to other types of change 3.3

a
Total reasons exclude those establishments that reported no sub-
stantial change in employment size and those not supplying the
information. Tbtal reasons exceed the number reporting, as some
employers provided more than one reaon for the employment change
experienced.
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Table 2 - 9

Reasons for Substantial Increases in
Number of Employees, 1960-1967 --

Bay Area Eloyer Policy Survey, 1967

Reasons for substantial increases

All resons

Number 203
Per cent 100.0

Reasons for employment increases due to change in
demand for products or serviSes 77.8

Increases due to psater nome of business or activity 52.2
Increaes due to newr, improved or c d produts or

services 12.3
Increaes due to population grwth 6.9
Increases due to Vietnam-incurred demand for products

or services 3.9
Increases due to other reasons in this category 2.5

Reasons for employment increases due to structural change 17.7

Increases due to apaning of new units or establisbments 12.8
Increases due to acquisition of other establiskuent or
merger 3A

Incresescdue to other reasons in this category 1.5

Reasons for employment increases due to technological change
or need to increase productivity 1.5

Increases due to other reasons in this category 1.5

Reaon for employment increaes due to other types
of Cages 3.0

Total reasons exclude those employers not experiencing substantial in-
creaes and employers not providing information. Total reasons exceed
the nmber reporting as more than one reaon was given by some employers.
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Reasons advanced by the 33 respondents reporting substantial employment
decreaes divided responsibility for these developmexa.t much sore evenly between
economic and technological changes than did the explanations mentioned to account
for staff gains in the survey establshments (Table 2-10).

Only about 40 per cent of these explnations of declining worker levels
as compared with nearly 80 per cent of all reasns advanced to explain an employ-
ment tise, ploced the b for the contraction experienced upon economic factors.
Probably no more than this relatively smaller proportion could be expected in a
period of generally rising business activity. This interpretation receives
weight from the fact that greater stress was placed on decreases in the volume
of a specific product or ervice, when declining demand was mentioned, than upon
a more general falling off of business activity.

With changes in demnd levels contributing less to employment decreases
than to Increases, both technological change and structural change played rela-
tively more important roles in explalning declines. Conversion to or an inten-
sified twe of modemised equipment, excludIin that used in electronic data
processing, bore mot of the onus for employment contraction related to techno-
logical chag or a need to incrase productivity. The latter in the shape of
staff reorganations or reductions did, however, receive slgnlficant mention.
About a fourth of the reasons attributing worker reductions to structural change
predomiuantely reflected acquisitions by other establishments or mergers.

loVOent Ch - oc ti. Following our inquiries
concering change and the reasons for change in employment size, rspondents
were questioned as to whether or not significant c es had occurred In the
occupational composition of their establishments' emloyment since 1960. Defini-
tions of "significant" in this context were the employers' own, and the respon-
dents almset lnvariably folloed such con sense canons as to Include chanes
of job classification that have been minor but affected large numbers; chages
that were major even though but few employees were Involved, or the addition of
workers (whether large or small) in occupations not previously employed by the
establishmant.

One aspect of employer replies not reflected in our data Is the number
of volunteered coments to the effect that the skill requiements of jobs in
their establishments across the entire occupational spectrum had measurably
Increased since 1960. Changes in job duties with consequent changes In the
worker qualiflcations needed, so long as these were not reflected In actual job
reclasifications, could not, however, be recorded as changes fro one defined
occupation to another. Hence, such developments are reflected neither in our
discussion nor in any of the tables regarding "significat changes of occupa-
tional composition."

In the absence of census-gathered data relating to occupational changes
in the Bay Area subsequent to 1960, it is not possible to state with any degree
of precision the extent of such actual job changes as hmae taken place locally
in the sixties. Information concerning the occupational change that have
occurred In the natlon2 since 1960 is available from the Monthly Labor Force
Survey. The evidence of this survey and also of meticulously constructed esti-
mates of occupational changes in the San Francsco-Oakld area3 point to the
continuace of those trends that so sigficantly altered the occupatlonal compo-
sition of Bay Area emloymet from 1950 to 1960.
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Table 2 - 10

Reasons or Substantial Decreaes in
Number of bloyces, 1960-1967 --

Bay Area abployer Policy Survey, 1967

Reasons for substantial decreases

All reaons

Imber 37
Per cent 100.0

Reasons for eployment decreases due to chages in d_mmnd
for product or services 40.6

Decreases due to disctinuaence or change in kind of
product or services 21,7

Decreases due to lover volume of business activity 16.2
Decreases due to other rasons in this category 2.7

Reasons for employment decreaes due to technological change
or need to increMe productivity 32.4

Decreases due to conversion to or intensified use of
modernized equipment other tha electronic data
processing equipment 24.3

Decreases due to need to increase produtivity or
profitability which involves primarily staff re.
organinatios or reductions 8.1

lesons for e m nt decreases due to structural chag 21.6

Decreases due to acquisition by other establiseet18
or mrers 18.8

Decreases due to other reasos in this category 2.8

Roasons for em yent decreses due to other changes 5.4

Total reasons exclude those employers not eencing substantial
dceases and thse not provid iormation. Total re"as exceed
the er orting as ore th reaon given by same employers.
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A continuation of these trends, it might be argued, which operate to
increase the proportion of workers In the so-called "higher-level" occupations
and usually to depress the proportion to total (if not to reduce the actual
nuer) working in lesser skilled occupations imposes a special straizi on Bay
Area recruitment efforts. Even in 960, the Bay Area work force wa notable for
exceeding that of the nation4 in iti relative proportion of workers in profe-
sional, technical, and clerical jobs. At the same time, this area offered rela-
tively fewer employment opportunities to semiskilled and unskilled workers. The
responses of eployers in many of the subject matter areas covered by this survey
were unquestionably colored by their reactions to a situation in which they viewed
theuelves (already operating from a high bae of hard-to-fill jobs) as seeking
to upgrade further the occupational composition of their staffs, notwithstanding
the rigors of a tight labor market.

But how did the employers included in this survey reply as to their actual
experience respecting the shifting patterns of occupational distribution, and what
were their opinions on this subject?

When we asked if significant changes had occurred in the occupational dis-
tribution of employment in their establishments since 1960, an affirmative reply
was given by 99 employers while 208 replied in the negative. Thus, about one-
third of the surveyed employers, representing a group of establishments which
account for nearly 100,000 Bay Area workers, believed that the occupational
changes experienced in these establish nts since 1960 had been sufficiently
marked to be characterized as "significant."

These 99 employers, it developed upon further questioning, were referring
to a total of 158 changes in the occupational distribution of their establishments
which they deemed "significant." The occurrences uentioned reflected changes in
the relative amount of employment in a given occupational group, either upwards
or dowmards, or a shift by workers in one specific and defined occupation to
another vithin the same major occupational group. Of these chages, 96 led to
increases in the relative importance of a major occupational group; 48, to
decreases; and 14 represented shifts within a major group.

It is of interest that the third of all survey employers reporting signi-
ficant occupational changes since 1960 describe changes that reflect a fair
uniformity of incidence, relatively, irrespective of industry (Table 2-11).

To be sure, below average in the relative nu oer of references to signi-
ficant occupational changes were employers from construction, with its craft
structure of occupations. However, these respondents, more than most, described
changes in heavy equipment in recent years that have greatly altered work methods
and often required additional training of the workers affected. Yet, where the
tasks involved continued to be performed by the same crafts and the numbers of
workers in the latter did not change appreciably in relation to all workers
employed, a negative answer was quite properly given to this question.

Also below the average one-third of all respondents reporting occupational
change were representatives of services and retail trade, both industries with
strong emphases on taask that often canot be readily mechazied.

About average as to their reporting of occupational change were respon-
dents from manufacturing, transportation and the utilities, anrdfom wholesale
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Table 2 - 11

Significant Changes in Occupational Coposition of !mployment,
1960.1967, by Major Indutry Group --
Bay Area Employer Policy Survey, 1967

Total
Major industry _ No

group Significant significant
Number Per cent change chane

All industriea

Mining and
construction

Manufacturing
Durable goods

Nondurable goods

Transportation
and utilities

Trade
Wholesale

Retail

Finance, insur-
ance, and
real estate

Services

Governimint

307 100.0

25 100.0

57

60

100.0

100.0

27 100.0

13

33

25

23

30

100*0

10.0

100.0

100.0

100.0

Percentages based on fewer than 15 cases.

aThe total number of industries excludes two employers that did not
provide information.

32.2

20.0

33.3

31.1

33.3

30.8

27.3

44.o

25.0

46.7

67.8

80.0

66.7

68.9

66.7

69.2*
72.7

56.o

75.0

53.3
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trade. It should be noted, however, that the changes reported by these industries
tended to be of the "problem" varibty. Decreses, reported In the relative impor-
tance of killed and unskilled employumtt , almost without exception, froc6
respondents in these industries with a concomitant mentiot of incteas*d neede for
skilled workers.

At the other end of the scale In terms of mention of significant occupa-
tional change were ployes from govermant end from the finance complex of
industries. In govermnt, may of the changes described reflected the mech -
zation of large-scale office operatioms affecting many yorker's But other changes
were reported, having possibly greater significance as to future entrant job opor-
tunties. These were the changes that introduced occupations not hitherto epiopyed
into the establishmutt, because new services were undertaken or old activities
greatly expanded.

Finance and insurance employers in their above-average mention of signifi-
cant occupational chanMgw noted, almost exclusively, developments that are linked
with thee industries many clerical fuctions whose execution has been radically
altered since 1960.

Reasons-for The respondents
reporting significant occupational chanes were asked why they believed these
changes had occurred. Their anwers fell readily into the pattern of causes
assigned earlier for changes in the total numer of workers employed by their
establishments. The prim agencies of occupational change, however, although the
sam as those affecting total employment size, were now given a different order
of priority (Table 2-12).

Chief responsibility for occupational change was definitely assigned to
technological change or a need to increase productivity. About 60 per cent of
all reasons fell into this category. In contrast, little more than 5 per cent
of all reasons advanced to explain changes in tojal amount of employment had
been related to this factor. This attribution of so little weight to technolo-
gical chne as an agent In producing alterations of establishment size may, as
we pointed out earlier, have reflected in part, the difficulty of disassociating
its effects from econooic change. At the level of an Individual occupational
change, however, respondents linked changes in nuers of employees, with no
hesitation, to particular and specific events that could generally be classified
readily as to category.

At this level, then, economic changes were held accountable for about one-
third of the changes that had occurred in the occupational distribution of the
respondents' eployees since 1960 and structural changes for fewer than 10 per
cent.

Understandably, In a labor market where emloyment has been rising rapidly
for several years, about twice a many respondnt had the task of explaining
increases within an occupational category as needed to supply reasons for decreases.
And a much smaller nuer than either spoke to the point of shifts within major
industry groups.

When the respondents provided reason for changes in the occupational dis-
tribution of their eloyes leading to relative increases in a particularloccu-
pational group (Table 2-13), technological change, although assigned the greater
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Table 2 - 12

Reasons for Significant Changes in
Occupational Composition of &ployment,

1960-1967 by Toe of Chane --
}lar Area loyer Policy Survey, 1967

Reasons for snificant changes

All reasons

Nuber 158
Per cent 100.0

Changes in occupational composition due to
technological change or need to increase
productivity 59.5

Chnges in occupational composition due to changes
in dad for products and services 31.7

ChaUges in occupational camposition de to
structural hge 8.2

Changes in occupational composition due to
other types of change o.6

aTotal reasons exclude establishkents reporting no Sigificant
changes in occupational ca Lpositu "A dity in_
formation. Total reassm exceed the aber reportingAs some
mployers gave more thn one reason.
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Table 2 - 13

Reasons for Changes in Occupational Composition
Leading to Sinificant Occupational Increases -

Day Area Eaployer Policy Survey, 1967

Reasons for occupational increases

All reon

Number 96
Per cent 100.0

Reaons for changes in occupational comsition due to technological
change or need to increase productivity 52.1
Changes due to conversion to or intensified use of EDP 21.9
Changes due to conversion to or intensified use of modernized

equipment other then EDP 11.5
Changes due to need to ajust to complex societal requirements 8*3
Changes due to need to increae productivity or "profitability"
which involve priarily changes In procedures or equipment 5.2
anges due to need to increase productivity or "profitability"
which involve priarily staff reorg zations, additions,
or reductions 4.2

Other reaons for chages within this category 1.0
Reasons for changes in occupatiol cmiti e c n

demndr for prodlucts or services t40.6
Cages due to changes or addition or discontiuace of kinds
of products or services 19.8

Changes due to greater volume of buasines or activity 13.5
Changes due to Vietnam-incurred demand for products or services 2.1
Changes due to increaed sales eort 2.1
Changes in demand arising from goverinmet contracts other than
Vietnam-Incurred 1.0

Other reasons for chanaes withn this category 2.1
Reaso for anges in occupational composition due to structural

change 6.3
Changes due to chags in umber of units of the estabistment 2.1
Canges tdue to reorganization of unt or functions within an
ornzation, includng changes in the degree of centralization
or decentralization 1.0

Other reaon for changes within this category 3.2
Reasons for cges in occupational compoition not included

in th e cate s 1.0

aTotal reasons oxclude employers not rporting occupational increases and
thos* not providing infomtion. Total reaoms exceed the nber report-
gas more t r on was given by sm emloyers.
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prominence, was followed rather closely by economic change. When changes of
occupational composition led to employment losses in a particular occupation
(Table 2-14), this development more likely than not followed a changing techno-
logy. Shifts from one occupation to another (detail not shown) almost invariably
were a product of technological change.

If the reasons for occupational chanRes put forward by the respondents
are viewed in somewhat greater detail, they are tpified by patterns that provoke
interesting hypotheses.

Their replies suggest that conversion to or the intensified use of elec-
tk-onic data processing is very much more likely to produce occupational changes
involving etployment increases than decreases. On the other hand, technological
changes involving modernized equipment other than for data processing are siame-
what more likely to produce employment decreaes than Increases within the
affected occupations. These responses may indicate one of the mech osr pro-
pelling a society possessed of an insatiable need for information to ever higher
levels of clerical and other white-collar employment. On the other hand, blue-
collar ployment, particularly in the process industries, gains so greatly in
productivity through mechanization that no less than an increase In product
demad of unlikely magnitude can more than offset the resultant employment
contraction - at least at the individual plant level.

As can be seen, responses to our question concerning the causes of change
in the occupational structure of the survey establishment provide data for specu-
lation, at least, concerning the impact of specific types of change on employ-
ment in given occupational groups. Further, when our data are presented In such
maner (Tables 2-15 and 2"-16) as to relate a specific type of change to a given
occupational group and to the direction of employment change within that group,
these responses provide a description of recent occupational developments within
a sizeable body of Bay Area employment.

According to the survey employers, the mst frequent changes in the occu-
pational composition of their establishments since 1960 reflected relative in-
creases of professional and technical workers. Further, these increases were
primarily ascribed to the effects of technological change although economic
causes were also significant.

Altering patterns in the employment of clerical workers were viewed as a
significant occupational change since 1%0 by a numbor of employers. In this
development, shifts within the occupational group (as an example, from clerk
to key punch operator) accounted for half of all the changes metioned, and
technological change was held accountable for all of the shifts reported (detail
not shown).

Changes affecting blue-collar workers were reported less frequently by
our respondents than changes affecting white-collar workers. In the case of
skilled workers, increases predominated, and technological change accounted for
most such relative gains though economic changes were significant as well. More-
over, this type of change was credited with the largest share of responsibility
where unskilled workers lost ground in relation to other occupational groups.

Seanal fluctuations of emloment. Survey respondents were next ques-
tioed about certain aspects of their employment having, perhaps, less long-term
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Table 2 - 14

Reasons for Changes in Occupational Composition
Leading to Significant Occupational Decreases

Bay Area Ekmployer Policy Survey, 1967

Reasons for occupational decreases

All reasonsa

Number 48
Per cent 100.0

Reasons for changes in occupational coxposition due to tech-
nological change or need to increase productivity 64.6
C -ge8 due to conversion to or intensified use of modernized

equipment other than EDP 35.4
Changes due to need to increase productivity or "profit.
ability"which involve primarily staff reorganizations,
additios, or reductions 14.6

Changes due to need to increase productivity or "profit-
ability" which involve primarily changes in procedures
or equipment 10.4

an%%ges due to conversion to or intensified use of EDP 2.1
Other reasons for changes within this category 2.1

Reason for changes in occupational composition due to changes
in d for products or services 20.8

Changes due to chang or adition or discontinuance of
kinds of products or services 16.6
age in demand ariing from gove ent contracts other
than Vietnm-incurred 2.1

Other reasons for chnges within this category 2.1
Reasons for chaes in occupational composition due to

structural change 14.6
Chage8 dule to reorganization of units or functions

resulting in entablishment's loss of emloyment to new
or existng units of the organization outside the Bay Area 6.2

Chages due to changes in nuber of unit of the establishment 4.2
Changes due to reorganization of units or functions within

an organization, including changes in degree of centrali-
zation or decentralization 2.1

Other reasons for changes within this category 2.1

Total reasons exclude employers not reporting occupational decreases
and those not providing inforsation. Total reasons exceed the nuber
reporting as more than coe reaso wa given by some oyrs.
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Table 2 - 15

Direction of Change by Occupational Group, 1960-1967 --

Bay Area Diployer Policy Survey, 1967

All directions
of change ion of chanj

Per
Major occupational group Number cent Increase Decrease Shift

a
All changes by occupation 158 100.0 60.7 30.4 8.9

Professional & tecbnical 56 100.0 96.4 3.6 0.0
Clerical 24 100.0 25.0 25.0 50.0
Other white collar 30 100.0 50.0 46.7 3.3

Skilled 16 100.0 81.2 18.8 0.0
Semiskilled 13 100.0 46.2* 46.2* 7.6*
Unskilled and service 19 100.0 10.5 89.5 0.0

*Percentages based on fewer than 15 cases.
a
MNmber of changes excludes those establiskments that reported no
significant occupational changes and those not providing information.
Total changes exceed the number reporting as some employers described
more than one change.

bIncludes managerial, sales, and white-collar unspecified.
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Table 2 - 16

Type of Change and Direction of Change
By, Occupational Group, 1960-1967 --

Bay Area Employer Policy Survey, 1967

Tes ofcha ge
AUl types

Occupation and Per Techno- Eco- Struc-
direction of change hNmber cent logical nmic tural Other

All changes by occupation 158 100.0 59.5 31.7 8.2 0.6

Increase 96 100.0 52.1 40.6 6.3 1.0

Professional & techncal 54 100.0 64.8 31.5 3.7 0.0
Other white-collarb 21 100.0 23.8 61.9 9.5 4.8
Skilled 13 100.0 61.5* 38.5* Q.Q* 0.0*
Other blue-collar and

servicec 8 100.0 * * * *

Decrease 48 100.0 64.6 20.8 1k.6 0.0

All white-collar 22 100.0 63.6 18.2 18.2 0.0
UnskiUed 15 100.0 80.0 13.3 6.7 0.0
Other blue-collar and

servicee U 100.0 * * * *

Shift 14 100.0 92.9* 7.1* 0Q0* 0.0*

Clerical 12 100.0 100.0 0.0 0.0 0.0
0therf 2 100.0 * * * *

*Percentages based on fewer
number of cases.

than 15 cases or not computed because of small

aNmber of changes excludes those establishments that reported no signifi-
cant occupati changes and those not providing information. Total
changes exceed the nmber reporting as same employers described more than
one change.
bbanagerial, clerical, sales, and white-collar, unspecified.

cemiskiUed, unskilled, and service.

dProfessional and technical, managerial, clerical, sales, and white collar,
unspecified.

eUh4kiled, seskiled and service.
fSemisUed and white-collar, unspecified.
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significance than the occupational developets just w-ntioned but noethless
of real influenee In sping the labor market at ay puiticular ti First
amog these isqulries was a qustion to determine how my of the ample esta-
blishmnts experience sharp, seasal fluctuatios of etloynt. An affirmative
answer respecting sach emplont fluctuations was given by almot a third of the
respondets*, So heavy an incidence of these replies was not unlikely in an area
whose plnt Is sijeet to greater seasonality than is that of most major
mtopolltan centers. It is usual for nonagricultural wage and salary euployment
in the San Francisco-.Oakland Metropolitan Area to show an advance by Deceaber of
well over 60,000 nonagricultural wage and salary workers above the previous
January low. The customary peaking of employment in this area at the end of the
year reflects primarily the large amt of temporary help hired by establishments
in retail trade and the Post Office to meet the annual Christma rush, an amut
which more than offsets the nuiber released fro then seasonally declining
activities.

In the San Jose Area, on the other hand, food processing and other indus-
tries associated with the autumnal peak of such outdoor activIties as agriculture
d heavy costruction produce an employment high, sometimes in August and some-
tims in September, that is not topped by the following holiday season. There,
it Is usual for the late-se"on employment of nonagricultural wage and salary
workers to exceed the normal January low by more than 30,000 workers. Most
employers reponding affirmatively to the existence of a strong seasonal element
in ir anual ployment experience were representative of construction and
food processlng or of activities closely associated with these industries. Such
associated activities include stone, clay, and glass: fabricated metals; and
transportation. The rem aing employers reporting a significant seasonal

flunce on their payrolls isere largely from trade. The reasons provided by
the respondents, therefore, followed a predictable pattern.

More than one"-half of the causes to which sharp seasonal changes of
employment were ascribed arose from the establishment's direct lnvolvemnt with
food processng activities, Its dependence on weather, or an increased level of
activities in the sur mths. Somewhat more than a quarter of all reasons
given to exp* l sharp peak and valleys of employment relate to the Christmas
season.

ALRt-oseaonal chanes. Less is known about the incidence and origins
of abrupt nonseasonal changes of emplent than about fluctuations in work force
that arrive with all the regularity of the four seasons. Consequently, each
respondent was asked concerning his establishmente's experience with the former
tpe of changp.

Fewr than the third of all respondents reporting sharp seasonal fluctua-
tions replied that their establishments could be characterized as unusually sensi-
tive to the more randomly operative type of eloymnt change. Only about one-
fifth of the group regarded their establishments as more than ordinarily vulnerable
in this respect.

The major causes of significant nonseasonal fluctuatios of employmet
were conidered to be the avallability of work (with some respondents specifying
this work as "gowrnment orders"), changes ln economic ceditls, labor disputes
or their posslbillty, and changes of market conditions for a particular product
or serviC.
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Table 2 - 17

Reasons for Sharp Seasonsa Fluctuations of Employment --
Bay Area Employer Policy Survey, 1967

Reasons

All reasonsa

Number
Per cent

119
100.0

Christmas season
Food processing
Weather
Increased activities in the summer
Eter trade
Decreased activities in the summer
Other reasons

28.7
21.0
17.6
14.3
4.2
2.5

11.7

The 97 establislments reporting their employment as subject
to sharp, seasonal fluctu6tions account for the above 119
entries.
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esOng ts who ascribed responsibllty for strong nonsesonablb mploymnt
*asVeinat to availability of work.* acludinithat dnrted fro govemmt orders.
were most ikely to be repr-esetatiwA of th contruction, durable goods manu-
facturiag, or ervices Industrios a- l of tt-,Activities where a contractual
work loa ito igifiat. A 'articulla id ty to coomic c tions was
agn shared by constructlio end durabe go4m nfacturint eployers. Non-
durabl goods employers, bh*mr. were move lt to report a vulnerability to
changed market condtions for their particulr pradAts.

Other caues regarded as pl g the stability of an establshet's
eploymant level in particular jepardy such as labor disputes or their possil
blity, or the effects of promotional progrs were suggested by eployers from
a vide scatter of activities.
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Table 2--8

Reasons for Abrupt Ch-age 1inin poyment
other tbaSeas I Changes _-

Bay Area wpyer Policy arueys 1967

Reasons for abrupt changes

All reasons

Number 73
Per cent 100.0

Availability of work 31.6
Government orders 16.4
Changes in economic conditions 13.7
Labor disputes or the possibility of

labor disputes 9.6
Changes in specific market conditions 6.8
Promotional programs 5.5
Defense activities, including Vietnam 4.1
Port activity 2.7
Other reasons 9.6

The 66 establishments reporting their employment as subject
to abrupt changes account for the above 73 entries.



III. The Location of Industry

One of the most significant developments of the postwar period has been the
pronounced tendency toward industrial decentralization within large metropolitan
areas. In contrast with the movement of po ation to the suburbs, which has been
widely recognized and extensively analyzed, the movement of industr to the suburbs
has come to be recognized only relatively recently as a higChly significant pheno-
menon, even though a trend in this direction has been clearly discernible for some
time.

As long as suburban areas remain relatively nonindustrialized, employment
expansion in the suburbs tends to be largely concentrated in the trade and service
industries which cater to the resident population. When manufacturing industries
locate in suburban areas, however, a more complex process of employment expansion
takes place. Not only are jobs created in manufacturing, but the development of
manufacturing industries tends to create a demand for economic activities that serve
the factories (e.g., transportation), while the movement of factory workers to the
suburbs has a multiplier effect on trade and service industries over and above the
stimulation provided by the increase in population consisting of families whose
breadwinner commutes to the central city.

A recent analysis by the U. S. Bureau of Labor Statistics indicated clearly
that industrial decentralization within large metropolitan areas is a nationwide
phenomenon. During the 1954-1965 period, 63 per cent of the valuation of industrial
building permits in 14 of the largest metropolitan areas throughout the country were
issued for locations outside of the central cities. The proportions issued for out-
lying locations tended to be higher in the Northeast and the West than in the North
Central states or the South. The San Francisco Area, with 84 per cent of the value
of industrial building permits issued for locations outside its central cities, and
the Los Angeles Area, with 86 per cent, were among the three or four areas in which
the tendency was particularly pronounced.1

The central cities of the Bay Area, in accordance with the classification
used by the U. S. Bureau of the Census and other government agencies, are San
Francisco and Oakland. Both cities are relatively small in land area and have
comparatively little vacant land available for industrial expansion. San Francisco,
which is both a city and a county, occupies 45 square miles of land and Oakland
occupies 52 square miles, out of a total of 3,788 square miles in the six-county
area included in this study.2

During the postwar period, by far the greater nart of the employment expansion
that has occurred in the Bay Area has been outside its two central cities. In the
case of San Francisco, we find that the total number of employees in private firms
covered by unemployment insurance increased only 10 per cent between 1950 and 1966,
as compared with an increase of 117 per cent in the rest of the six-county area
included in this study.3 And, during this same period, employees in manufacturing
in San Francisco declined 11 per cent, while manufacturing employees in the rest of
the six-county area increased 108 per cent. Comparable data for Oakland are not
available, but Census of ufactres data show little change in manufacturing
employmt in Oakland between 1947 and 1958, while recent estimates prepared by the
California Department of Emloyment indicate that total manufacturing employment in
Oakland declined from 40,400 in 1958 to 31,300 in 1966, or 22.5 per cent. During the
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same period, manufacturing employment in the rest of Alameda County rose from
31,500 to 54,500, or 76 per cent. Meanwhile, estimated total civilian employment
in Oakland rose a modest 5 per cent, while employment in the rest of the county
increased 54 per cent.4 It is clear, on the basis of general observation and such
limited data as are available, that most of the employment expansion in manufac-
turing in Alameda Coutnty in the postwar period has occurred south of Oakland, in
such communities as San Leandro, Hayward, and Fremont. The Oakland-Emeryville-
Berkeley-Albany area, which we shall treat as the central city area of Alamedn
County in reporting the res'ults of this survey, has generally been characterized by
stagnating or declining manufacturing employments

In fact, it is reasonably accutate to say that most of the expansion of manu-
facturing employment in the Bay Area in the last twenty years or so has been occur-
ring around the southern rim of San Francisco Bay -- in southern Alameda County,
southern San Mateo County, and in Santa Clara County, which corresponds to the San
Jose Metropolitan Area. Nor is the accuracy of this statement impaired by taking
into account what has been happening in the three counties bordering on the northern
rim of the Bay and not included in our study - Napa, Solano, and Sonoma -- for very
little expansion of manufacturing employment has occurred in that area.

However, it is Santa Clara County that has experienced particularly specta-
cular expansion, increasing its share of total manufacturing employment in the Bay
Area from 10.2 per cent in 1947 to 32.0 per cent in 1965, with the most rapid gains
occurring between 1954 and 1963 (Appendix Table C-1). San Hateo County has also
increased its share, but on a much more modest scale, wihile relatively nonindus-
trialized Marmn County's tiny share has crept up a little. The other three counties,
which accounted for 84 per cent of the total in 1947, have all lost relative ground,
and together accounted for only 57 per cent in 1965. Clearly, the sharpest decline
occurred in San Francisco County, but Alameda and Contra Costa counties also lost
substantial relative ground, although both showed gains in number of workers employed,
and, as we have seen, substantial industrial development has been occurring in
southern Alameda County.

If most of the industrial expansion has been occurring around the southern
rim of the Bay, it is also true that expansion of manufacturing employment in the
Bay Area has been heavily concentrated in the aerospace industries, which together
accounted for about three-fifths of the total increase in number of manufacturing
employees between 1950 and1966.5 And Santa Clara County's spectacular gains are

in considerable part explained by the factthat nearly four-fifths of the expansion
in employment in these industries occurred in the San Jose Metropolitan Area, while
a considerable portion of the remainder evidently occurred in adjacent southern San
Mateo County, although precise statistical data are not available for the latter
area. Included among the aerospace industries are ordnance and acessories, elec-
trical machinery, aircraft and parts, and instruments and related pgrts, but most of
the employment in these industries in the Bay Area is in the ordnance and electrical
machinery industries.

Another way of describing what has been happening is that the older indus-
trial centers in the Bay Area have lost ground, relatively to younger and rapidly
expanding areas. We have commuted on the decline of manufacturing employmnt in
San Francisco and relative stagnation in the Oakland-Berkeley area. Certain other
establishedindustrial centers, such as Richmnd and Pittsburgh in Contra Costa
County, have also lost relative ground.
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Apart from the broader sighificance of declining or stagnating employment
opportunities for blue-collar worker iih the central cities, industrial decentrali-
zation tends to complicate the problem of opening doors to jobs for Negroes. The
vast majority of Negroes in the Bay Area are heavily concentrated in San Francisco
and Oakland, along with several smaller cities with long-egtablished Negro areas,
such as Berkeley and Richmond.

Horeover, particulatly in Sn Francisco, the loss of blue-collar jobs in
manufacturing has been considerably more serious than data on total manufacturing
employment s8iggest, for there has been a sharp decline in the ratio of production
workers to total manufacturing employees (Appendix Table C-2). This change, of
course, has occurred throughout the Bay Area and is in line with the nationwide
tretld, but only in San Francisco County, among the six counties included in our
study, has it occurred along with a decline in total manufacturing employment. San
Francisco's relatively low ratio of production workers is at least partly explained
by the fact that many of the manufacturing firms there are headquarters units,
employing large proportions of administrative and other white-collar workers. The
low ratios in San Mateo and Santa Clara counties, on the other hand, are explained
by the predominance of the aerospace industries, which tend to have high proportions
of nonproduction workers.

The role of industrial structure. The older industrial centers could have
lost relative ground in terms of employment because the manufacturing industries
which had historically found it advantageous to locate there tended to be those
with stagnant or declining employment trends in the postwar period, or because their
proportion of total Bay Area employment in these and other industries declined, or
through some combination of the two. In other words, we need to determine whether
or not the older centers had a disadvantageous industry mix in relation to employ-
ment rends in the postwar period.

With respect to Contra Costa County, the answer is fairly clear -- manufac-
turing employment expansion tended to be slow in the postwar period in considerable
part because of specialization in industries in which employment growth was slow or
in which it was stagnant or declined. If we take 1950 as an appropriate starting
point, since postwar readjustments had largely occurred by that time -- particularly
the sharp cutback in shipyard employment -- we find that about 60 per cent of Contra
Costa County's manufacturing employment was concentrated in the chemical, petroleum,
and primary metal industries -- industries which were to experience relatively slow
or stagnant employment expansion in the next 16 years (Appendix Table C-3). And
this was not because their production was failing to expand but because, especially
in the petroleum industry, expansion of production could be achieved under highly
mechanized conditions along with a slowly declining or only slightly rising trend
in employment.

The San Francisco picture is less clear. The apparel industry, which was
represented among San Francisco manufacturing employees to a considerably greater
extent than elsewhere in the Bay Area, experienced only very moderate growth in
employment in the 16-year period, while the furniture and food products industries,
which were represented on a comparable or slightly larger scale in San Francisco
than in the Bay Area experienced stagnant or declining employment. But the other
industries in which San Francisco was somewhat specialized in 1950, in comparison
with the Bay Area as a whole -- printing and publishing and fabricated metal products
-- experienced fairly substantial rates of employment growth in the Bay Area in the
next 16 years. And Alameda County, with its relatively heavy concentration in
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durable goods industries, particularlynohelectrical machinery and motor vehicles,
did not appear to be particularly handicapped by a poor industry mix in relation to
postwar patterns of employment expansion.

Location or relocation. One of the questions in which we were interested was

whiether industrial decentralization had occurred primarily as a result of actual
movement of establishments out of central cities, or as a result of location of new
establishments and expansion of existing establishments in the more outlying areas.
Although the results of our survey are not entirely conclusive on this point, they
suggest that movement of establishments out of the central cities has not been the
primary factor, despite certain well-known instances of such moves.

When asked whether they had moved within the last five years, only 37 esta-
blishments, or 12 per cent of all establishments in our sample, indicated that they
had. The question related to whether the main location of the establishment in the
Bay Area had been moved. Moreover, although most of the firms that had been involved
in such moves had previously been located in San Franeisco or the Oakland-Berkeley
area (i.e., central city areas), only a minority of these moves had been to more
outlying areas (Table 3-1). And, interestingly, the great majority of moves invol-
ving San Francisco establishments had been to other locations within San Francisco
County. However, it seems likely that at least some of these were from the down-
town parts of San Francisco to less built-up sections, probably chiefly along the
Bay in the direction of South San Francisco.6

Had we chosen to ask whether the establishment had moved within the last ten
years, we would have apparently found a considerably larger number of moves, which
could have been subjected to more intensive analysis.7 This is suggested by the
data in Table 3-2, which indicate that, although only 4.5 per cent of all the esta-
blishments in the sample had been located in the Bay Area less than ten years, 10.4
per cent had been located in the city in which their present main address was found
less than ten years, while 26.5 per cent had been located in their present premises
less than ten years. In other words, about 22 per cent of the establishments had
evidently been involved in some type of move within the Bay Area in the last ten
years, although in most of these cases the move had apparently been within the same
city. About a third of the establishments had been involved in some type of move
in the last 25 years, but again mostly within the same city.

On the other hand, what is perhaps most striking about the data in Table 3-2
is that the great majority of establishments in our sample -- about three-fourths
in all -- had been located in the Bay Area 25 years or more, and nearly two-fifths
had been in the area 50 years or more. Had our sample included firms rith fewer
than 100 employees, the proportion of young establishments might well have been
larger, since turnover tends to be high among small companies. It is also possible
that there has been more movement within the area on the part of small firms.

Not unexpectedly, the central city areas - San Francisco and the Oakland-
Berkeley area -- especially San Francisco, tended to have relatively large propor-
tions of establishments that had long been located in the Bay Area and relatively
small proportions of young establishments, particularly as contrasted with southern
Alameda, southern San Mateo, and Santa Clara counties (Table 3-3). Northern San
Mateo County and the combined Contra Costa and Marin area, also, tended to be
characterized by older establishments - in fact, somewhat more so than the Oakland-
Berkeley area. These data lend support to the inference that industrial decentrali-
zation has occurred primarily through the establishment of new firms and expansion
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Table 3 - 1

Main Address of Establishment by Previous Location, for
Establishments That Had Moved in Last Five Years --

Bay Area Employer Policy Survey) 1967

Previous location

Main address Oakland-
San Francisco Berkeley

County Areaa Other Total

AU1 establishments

Number 19 9 9 37

Per cent 100.0 100.0 100.0 100.0

Same areab 78.9 44*4 88.9* 73.0

Different area-- * *
not a central city 15.8 55.6 11.1 24.3

Different area
central city 5.3 -- - ~ 2.7

*Percentages based on fewer than 15 cases.
aIncludes Oakland, Emeryvilie, Berkeley, and Albany.
bA move to the same area means a move within any one of the follow-
ing areas: San Francisco County, Oakland-Berkeley area, Southern
Alameda County, Northern San Mateo County, Southern San Mateo
County, Santa Clara County, Contra Costa County, or Marin County.
For definitions of the areas that are smaller than an entire county,
see the footnotes to Table 3-3.
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Table 3 - 2

Establishments by Number of Years in Bay Area,
in Present City, and in Present Premises --

Bay Area Employer Policy Surveyr, 1967

(Information relates to main address of establishment in Bay Area)

Number of In present In present
^ years In Bay Area city premises

All establishments

Number 309 309 309

Per cent 100.0 100.0 100.0

Less than five years o.6 3.6 12.6

Five years but less
than ten years 3.9 6.8 13.9

TeLn years but less
than 25 years 20.1 24.6 31.8

25 years but less
than 50 years 36.3 30.6 26.9

50 years but less
than 75 years 22.0 18.8 11.3

75 years but less
than 100 years 9.4 9.1 2.6

100 years or over 7.1 6.5 o.6

Information not
available o.6 -- 0.3



III-4-c

Table 3 - 3

Number of Years in Bay Area, by Main
Bay Area Employer

Address of Establishment in Bay Area --
Policy Survey, 1967

Total Number of years in Bay Area
Main address

Less
Num- Per than 10 to 25 to 50 to 75 to 100 or
ber cent 10 25 50 75 100 more

All establish-
ments

San Francisco
County

Oakland-
Berkeley
Areab

Southern
Alaa~da
CountyC

307a 100.0 4.6 20.2 36.5 22.1 9.4

112 100*0 3.6 9.1 31.0 27.3 14.5

63 100.0 1.6 19.0 50.8 23.8 4.8

38 100.0 10.5 31.6 34,2 13.2 5.3

Northern
San Mateo
Countyd

Southern
San Mateo
Countye

Santa Clara
County

Contra Costa
and Main
counties

21 100.0 --M 19.0 42.8 28.6

22 100.0 9.1 40.9

25 100.0 12.0 4o.o

28 100.0 -- 17.9

36.4

24,,0

35.7 3

9.5

__9.1

8.0 12.0

35.7 3.6

aTotal excludes establishments not reporting number of years in Bay Area.

bIncludes Oakland, Emeryv3ille, Berkeley, and Albany.
CIncludes all of Alameda County south of Oakland.

dIncludes the City of San Mateo and all counities in
of that city.

the county north

eIncludes all connities in the county south of the City of San Mateo.

7.2

14.5

5.3

4.8

4.0

7.1
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of existing firms in the newer industrial areas.

Not only were southern Alameda and Santa Clara counties more likely to include
younger establishments, but the manufacturing establishments in these areas in our
sample were more likely to be in the rapidly expanding durable goods sector, while
those in San Mateo and Santa Clara counties were especially likely to be in the
electrical machinery induqtry (Table 3-4). Ih other resvects, also, the industrial
composition of our sanle within the various geographical areas was generally consis-
tent with what we found in our discussion of tuanufacturing employment.

If we consider all establishments in the sample, we find that manufacturing
firms represented a particularly large proportiob of the total in Santa Clara County
and relatively large proportions, also, in the Oakland-Berkeley area, southern Alameda
County, southern San Mateo County, and the cdmbined area of Contra Costa and Marin
counties (Table 3-5). San Francisco Comty, on the other hand, included a relatively
large proportion of firms in transportation and utilities, and in the trade, finance,
and service groups. In interpreting these differences, it must be kept;in mind that
many nomanufacturing establishments outside of San Francisco were likely to have
been excluded from the sample because they had fewer than 100 employees. San
Francisco establishments in these categories were more likely to be included because
the headquarters of firms with branches throughout the Bay Area were particularly
likely to be located in San Francisco. They were also relatively likely to be loca-
ted in the Oakland-Berkeley area, probably chiefly in Oakland (Table 3-6).

As further evidence that industrial decentralization reflected in large part
the more rapid expansion of employment in establishments in the newly developing
industrial areas, we find that manufacturing establishments in Santa Clara and San
Mateo counties were considerably more likely to indicate that their employment had
increased substantially from 1960 to 1967 than establishments in other areas, while
in the combined Contra Costa and Marin area the proportion of establishments reporting
a substantial increase in employment was particularly small (Table 3-7). If we
attempt to extend this comparison to all establishments, manufacturing and nonmanu-
facturing, we find that area differences were less pronounced (data not shown).
More than half of all establishments in San Francisco County, for exale, indicated
that their employment had increased substantially, a proportion slightly larger
than for the entire Bay Area. Since large percentages of establishments in many of
the nonmanufacturing sectors reported substantial increases in employment, this
result is not surprising. In fact the largest proportion of establishments reporting
substantial increases in employment among the major industry groups was in transpor-
tation and utilities (70.4 per cent), an industry groun which was particularly well
represented among San Francisco establishments. However, it is important to recog-
nize that a good many establishments, particularly among those located in San
Francisco, had branches in other parts of the Bay Area and were reporting changes
in their total employment in the area, not just in a particular county.

Santa Clara and San Mateo counties were not only the areas with the largest
proportions of establishments reporting substantial increases in employment, but they
were also the areas in which comparatively large proportions of establishments
reported having built a new plant in the 1960-1966 period (Table 3-8). But the
combined Contra Costa and Marin area was not far behind in this respect and led all
areas in the proportions of establishments having remodeled a plant, installed new
equipment, or modernized equipment. If employment was not increasing rapidly in the
combined Contra Costa-Marin area, this apparently not only reflected the fact,
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Table 3 - 6

Main Address of Establishment in Bay Area, by Type of Organization --
Bay Area Employer Pplicy Survey, 1967

Regional
Main address of firm Head- head-

in Bay Area Single Branch quarters quar-
Total unit unit unit tersa Other

Total|.

Total
Number

Per cent

San Francisco County

Oakland-Berkeley
Areab

Southern,%Alameda
County

Northern San Mateo
Countyb

Southern San Mateo
Countyb

.Santa Clara County

Contra Costa County

Marin County

309

100.0

36.3

71

100.0

38.0

97

100.0

22.7

20.4 15.5 15.5

12.3 12.7 14.4

6.8 9.9 4.1

7.1

8.1

7.1

1.9

7.0

11.3

4.2

1.4

U.3

12.4

16.5

3.1

*Percentages based on fewer than 15 cases.

aIncludes area, regional, or divisional headquarters or unit, with prin-
cipal headquarters elsewhere.

bFor definitions of these areas, see footnotes to Table 3-3.

32

100.0

50.0

28.1

2

100.0

50.0*

50.0*

107

100.0

43.0

25.2

12.1

7.5

5.6

2.8

1.9

1.9

6.2

6.2

6.2

3.1

MGM



III-5-d

F ~~U'
I

H H

* S ~~~~I
U~ I

CD

* 0 0

H H I

o CD
0

UN
r4 co

cn U.\ XD

0

8
0 0

0 0 co r ~
H- cn H- H7 H~

co

H

0

Co4

H-

0 0~~~~I V
4) '~~~~Ii 3

CO 3 3

03

4)-

i.
$4

VI

4-0
4)

en

a0
$40a 0
h4)

f 0

443-

44

ft

0

+3A)
m 4

0

00

43 $
0 9

cr ra

en
It'

(VI

U'

co

U'

ri

UN
14

*r4

0

en

o

en

H

%Z

N-

0

0

pi
en

CAen

0

-P

I

,

CafrHa
HO
(a;

0

04

V H%

Id

U)H
4g

CJ

rd

0

C)v

a

k

Al

a
._

;F;

a,%

-I

H4

I

II1

3,

co

CaM

0 14

-H

U,A
44

0

4)
I $4
0 $

o

en

0

en

0

8
H.

H*-

to*

wl
d



III-5-e

Table 3 - 8

Per Cent of Establishments Which Took Action to Build
or Modernize Plant, Equipment, or Operations,
1960-1966, by Main Address of Establishment --

Bay Area Employer Policy Survey, 1967

Type of action, 1960-1966

Main address
Built Installed Changed
new Remodeled new Modernized operating

plant plant equipment equipment procedures

All establisbmentsa 28.2 34.0 74.8 53.7 41.2

San Francisco
County 24.o 28.8 73.1 48.1 42.3

Oakland-Berkeley
Areab 27.0 36.5 73.0 50.8 46.o

Southern Alameda
County 25.7 31.4 77.1 51.4 42.9

San Mateo County 35.9 35.9 69.2 61.5 33.3

Santa Clara
County 36.o 32.0 72.0 52.0 32.0

Contra Costa and
Marin counties 32.1 50.0 92.9 75.0 42.9

aIn computing these percentages, a few establishments not reporting
information on types of action taken were excluded from the denominator.

bFor definitions of these areas, see footnotes to Table 3-3.
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mentioned above, that its leading manufacturing industries tended to be highly
mechanized, but also that they were undergoing very substantial technological change.
(It will be recalled, in this connection, that nearly two-thirds of the establish-
ments in our sample in this area were manufacturing concerns.)

What is perhaps most interesting about the data in Table 3-8, however, is the
evidence that a great deal of technological change was going on throughout the Bay
Area. The proportion of establishments reporting that they had installed new equip-
ment, for example, in the 1960-1966 period was very large, and, except for the parti-
cularly high percentage in the Contra Costa and Marin area, did not vary greatly
among the various areas.

Locational Advantages and disadvantages. When asked to indicate the advan"'
tages of the establishment's present location, ranked in order of relative importance,
the advantage most likely to be mentioned as of the first importance was nearness to
market (Table 3-9). Other establishments mentioned, in approximate order of fre-
quency, access to transportation, a desirable site in relation to the imnmediate
neighborhood, centrality in relation to the establishment's own operations, centra-
lity in relation to the community, miscellaneous environmental factors, good quality
labor, and space for expansion or reasonably priced land. It should be noted that
in some cases 'access to transportation" meant access to transportation for the
establishment's employees, but in most instances it meant access to transportation
for the movement of goods into and out of the establishment. Good parking facili-
ties for the firm's emplpyees, mentioned in a relatively small proportion of cases,
is a factor also included in this category.

Access to transportation figured prominently as the second most important
advantage, while good quality labor and space for expansion or reasonably priced land
were mentioned slightly more frequently as a second advantage than as a first. When
all the responses were cumulated, proximity to markets, access to transportation,
space for expansion or reasonably priced land, and good quality labor, in that order,
turned out to be the most frequently mentioned factors. These results are quite
similar to those obtained in a recent mailed questionnaire survey of about 1800
East Bay industrial firms.8

One would expect that proximity to markets would be a crucial factor for
establishments in wholesale and retail trade, banking, and real estate, as well as
for manufacturing firms serving primarily local or Bay Area markets. And, indeed,
the variations by major industry group indicated in Table 3-10 tend to confirm this
expectation. Moreover, since durable goods manufacturing establishments were more
likely to be producing for a nationwide or worldwide market than nondurable goods
manufacturing firms (Table 3-11), it is not surprising that they were somewhat less
likely to mention proximity to markets as the primary advantage of the establish-
ment's present location. Access to transportation, not unexpectedly, was mentioned
particularly frequently by establishments in the transportation and utilities industy
group, while availability of good quality labor was mentioned with somewhat greater
frequency by durable goods manufacturing establishments than by those in other major
industry groups. One seemingly curious result is that proximity to markets was men-
tioned with relative infrequency by establishments in service industries. However,
it must be kept in mind that service industries are a heterogeneous group and that
some establishments in this category provide services well beyond the local market
(Table 3-11).

Geographical variations in the relative frequency withwhich particular primary
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Table 3 - 9

Advantages of Present Location --

Bay Area Employer Policy Survey, 1967

Advant6ges mentioned in order
Nature of of importance All
advantage responses

First Second Third Fourth

All establishments
(or all responses)

Number 309 309 309 309 523
Per cent 100.0 100.0 100.0 100.0 100.0

Proximity to markets 36.6 5.5 o.6 0.3 25.4

Access to transportation 8.3 16.8 6.8 1.2 19.7
Desirable site re

diate neiFborhood 8.1 3.9 1.0 7.6
Good quality labor 5.2 6.1 2.6 8.2
Proximty to materials 4,15 3.2 0.3 4.8
Centrality in relation

to camnity 4.9 0.3 3.1
Centrality in relation

to own operations 5.8 o.6 1.0 0.3 4.6
Space for expansion
available or reason-
ably priced land 4.2 6.5 4.2 o.6 9.2

Establishment owns land
and/or buildng 1.6 o.6 1.3

Distinctive type of
facility, etc. 1.9 1.1

Proximity to educational/
research institutions 2.9 1.9 o.6 3.3

Miscellaneous environ-
mental factors 5.8 3.1 1.6 6.3

Reasonable wage rates -- 0.3 0.2
AUl other 1.9 0.9 0.3 1.8
No advantages 5.8 3.4
Information not avail-

able, or no second,
third, or fourth
advantage mentioned 2.6 51.2 80.4 97.3
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locational advantages were mentioned were not especially pronounced, although proxi-
mity to markets was mentioned with relative frequency by establishments in southern
Alameda County, and access to transpbrtation by establishments in the Oakland-
Berkeley area, while desirability of the site in relation to the immediate neighbor-
hood and proximity to educational or research institutions were mentioned relatively
frequently by establishments in Santa Clara County (Appendix Table C-4).

When asked to indicate any disadvantages of the establishment's present loca-
tion, in order of relative importance; niearly a fifth of the.tespondents indicated
that there were none (Table 3-12). Among the primary disadvantages mentioned, lack
of space for expansion or lack of reasonably priced land, high wage rates, lack of
access to transportation, undesirability of the site in relation to the immediate
neighborhood, and high taxes, in that order, were the factors most frequently men-

tioned. When all the responses were cumulated, these were again the leading dis-
advantages mentioned, although high taxes moved up from fifth to fourth place in
rank order.

There were rather pronounced differences among the major industry groups in
the relative frequency iith which various primary disadvantages were mentioned, with
the transportation and utilities group, trade, and services mentioning lack of space
for expansion or lack of reasonably priced land with particular frequency (Table
3-13). Trade establishments and those in finance, insurance, and real estate were

especially likely to mention undesirability of the site in relation to the immediate
neighborhood, while service and goverment establishments were particularly likely
to mention lack of access to transportation. High wage rates were the factor most
frequently mentioned by establishments in durable goods manufacturing industries,
and the percentage of these establishments singling out this factor was well above
that for any other major industry group. Since these are the establishments most
likely to be producing for a nationwide or worldwide market, it seems likely that
it was the high wage rates prevailing in the Bay Area, as compared with wages in
other parts of the country, rather than intra-area wage differences, that our respon-
dents had in mind.9

Not at all unexpectedly, there was a tendency for establishments in San
Francisco and the Oakland-Berkeley area to mention lack of space for expansion, age
of physical plant, or lack of reasonably priced land as a primary disadvantage with
relative frequency (Table 3-14). And it will come as a surprise to some that high
taxes were not mentioned with any greater frequency by establishments in these
central city areas than by all establishments. It was in the Contra Costa-Marin
area and in Santa Clara County that high wage rates were mentioned with particular
frequency as a primary disadvantage, while there was also some tendency for esta-
blishments in the Oakland-Berkeley area to mention this factor fairly frequently.
In the light of the data in Table 3-13, it seems probable that it was chiefly manu-

facturing establishments in these areas that mentioned this factor and that it was

the high wage rates in the B&y Area as a whole rather than intra-area differences
that they had in mind.

Interviewees were also asked what they considered to be the most important
factors, in rank order of importance, in determining the optimal location of an
establishment. Their answers tended to be very carefully thought out, with respon-
dents drawing a clear distinction between optimal location and any advantages or
disadvantages associated with the establishment's present location. However, the
results did not differ greatly from those relating to advantages of the establishment's
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Table 3 - 12

Disadvant'%13es of Present Location
Bay Area '7'nployer Policy Survey, 1967

Diisadvantages mentioned in
order of importance All

Nature of disadvantage First Second Third Fourth responses

All establishments
(or all responses)

Number 309 309 309 309 466

Per cent 100.0 100.0 100.0 100.0 100.0

Lack of space for physi-
cal expansion, lack of
reasonably priced land,
or age of plant 19.0 6.2 2.2 18.3

High wage rates 12.0 6.1 0.3 12*2

Lack of access to
transportation 9.7 6.6 1.3 0.3 11.8

Undesirable site re
immediate neightrhood 9.1 2.9 1.6 9.0

Miscellaneous environ-
mental factors 4.8 2.5 1.6 0.3 6.2

Lack of proximity to
markets 3.6 1.0 1.0 0.3 4.3

Lack of proximity to
materials 2.9 2.6 0.3 3.9

High taxes 6.8 4.5 3.6 1.0 10.5

High rent 1.3 0.3 1.1

Lack of centrality 1.9 o.6 1.7

Traffic congestion 2.3 1.3 2.4

Labor relations problems 1.6 0.3 0.3 1.5

All other 3.0 3.3 1.7 4.7

No disadvantages 18.8 12.4

Information not avail-
able, or no second,
third, or fourth dis-
advantage mentioned 3.2 61.8 86.4 97.8
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present location, except for the fact that proximity to markets figured somewhat more
prominently as the most important factor, while availability of good quality labor
assumed greater relative importance in the responses of establishments in durable
goods manufacturing industries (Table 3-15). More detailed tables relating to these
responses are included in the appendix (Appendix Tables C-5 to C-7).

Finally, the establishments that had moved in the last five years were asked
about their reasons for moving. The need for more space, other reasons telating to
the physical plant, and availability of reasonably priced land accounted for almos't
all of the first reasons mentioned and for the great majority of responses when the
first and second most important reasons were cumulated (Table 3-16). The number of
establishments that moved was too small to justify any detailed analysis by major
industry group or previous location.

However, there were important considerations tending to create resistance to
moving, as well. As one central city executive pointed out, "the establishment has
been here so long that the plant and equipment are completely amortized -- moving
would entail a very considerable cost." Some of the other reasons cited for re-
maining in San Francisco included the fact that "the executives like San Francisco,
despite clear locational disadvantages for our establishment"; "the prestige of
location of our headquarters in downtown San Francisco"; and "the prestige of a
San Francisco address when in a worldwide business."

Geo_raphical variations in labor factors. If labor factors did not figure
particularly prominently among locational advantages or disadvantages mentioned by
our respondents, except for the indication that high wage rates in relation to other
areas were regarded as a disadvantage, this may well have reflected the fact that
geographical differences within the area in the supply of labor and in wage rates
were relatively insignificant. We turn, then, to a consideration of results of our
study which shed some light on such geographical differences.

Perhaps the most significant variations are found in the extent of coverage
by collective bargaining agreements. As is well known, and discussed elsewhere in
this report, most major industry groups in the San Francisco Bay Area are highly
organized, including the trade and service industries, as well as such industry
groups as construction, manufacturing, and transportation and utilities. Only the
government sector and finance, insurance, and real estate are relatively unorganized
(see Table 6-1).

Thus, it is of interest to find that establishments in Southern San Mateo
and Santa Clara counties were less likely to be covered by collective bargaining
agreements than establishments in other parts of the Bay Area (Table 3-17). In the
case of Santa Clara County, the difference clearly could not be explained by dispro-
portionate representation of the relatively unorganixedmajor industry groups,
although this factor evidently played something of a role in the case of Southern
San Mateo County (see Table 3-5). Nor does examination of the data relating to
collective bargaining coverage by major industry group within each of these areas
suggest that industry mix played a role, particularly in the case of Santa Clara
County, although the detailed data (not shown) must be interpreted with caution
because of limitations ofsample size. However, itshould also be pointed out, in
this connection, that another study associated with our labor market research project
has indicated that a considerable number of electronics firms on the Peninsula and
in the San Jose Area are unorganized.10 It is also true, of course, as was indicated
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Table 3-15

Summary of Most Important Factors in Deternation of Opt l Location,
for Durable Goods Manufacturing, Nondurable Goods

and AU Establishments --
Bay Area Employer Policy Survey, 1967

-Most
important
factor

54
100.0

48.1
22*2
7.4
5.6

16.7

61
100.0

49.2
23.0
4.9
8.2
6.6
8.1i

297
100.0

50.2
11.1
2.7
7.4
4.4
2.4

21.8

Second
most

important
factor

53
100.0

13.2
15.1
17.0
26.4
1.9

26.4

57
100.0

12.3
21*1
10.5
21*1
19.3
15.7

259
100.0

13.5
14.7
6.2
22.0
12*0
U1.6
20.0

Induatry and factor

Manufacturing -- durable
Total numbera
Per cent

Proximity to markets
Availability of labor
Wage rates
Access to transportation
Space for expansion
All other

Manufacturing -- nondurable
Total numbera
Per cent

Proximity to markets
Proximity to materials
Availability of labor
Access to transportation
Space for expansion
All other

All establishmentsa
Total number
Per cent

Proxmity to markets
Availability of labor
Wage rates
Access to transportation
Space for expansion
Reasonably priced land
All other

Manufacturing,

Third
moast

important
factor

47
100.0

4.3
19.1
19.1
14.9
17.0
25.6

52
100.0

9.6
1.9

19.2
36*5
5.8

27.0

211
100.0

5.2
17.1
9.5
26.5
20.9
8.1
12*7

Total --
three most
important
factors

154b
100.0

22.7
18.8
14.3
15.6
5.8

22.8

170b
100.*0

24.7
15.9
11.2
21.2
10.6
16.4

767b
100.0

25.4
13.9
5.7

17.6
U.5
7.o
18.9

second, or third most

bTotal refers to all factors mentioned, rather than to establishments.

'Totals exclude establishments not mentioning first,
important factor.

- - -1.
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Table 3 - 16

Most Important Reasons for Moving, for Firms
That Have Moved in Last Five Years --
Bay Area Employer Policy Survey, 1967

Total first and
Reason First most Second most second most

important important important

All establishments that
moved (or all reasons)a

Number

Per cent

Need for more space

Modernization of plant

Other reasons relating to
physical plant

Reasons relating to
environmental factors

Availability of types of
labor required

Reasons relating to trans-
portation requirements

Availability of land at
reasonable price or other
economic factor

Other

35

100,0

59.9

8.6

14.3

2.9

10

100.0

20.0

10.6

*
10.0

20.0

45

100.0

46.8

11.1

13.3

4.4

4.41

*
20.00

8.6

5.7

*
10.0

*
10.0

8.9

6.7

Percentages based on fewer than 15 cases.

aTotal excludes establishments that
moving.

moved but did not report a reaoen for
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Table 3 - 17

Per Cent of Establishments Covered
by Collective Bargaining Agreements,
by Main Address of Establishment

Main address of Number of Per cent
establishment establishments covered

All establishments 3 764

San Francisco County 112 75.9

Oakland-Berkeley Areaa 63 84.1

Southern Alameda County 38 78.9

Nortbern San Mateo Countya 21 76.2
a

Southern San Mateo Countya 22 59.1

Santa Clara County 25 64.o

Contra Costa and
Marin counties 28 82.1

aFor definitions of these areas, see footnotes to Table 3-3.
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earlier, that the proportion of nonproduction workers in the aerospace industries
tends to be relatively high.

When we consider the proportion of employees covered by collective bargaining
agreements, we find that in both the northern and southern parts of San Mateo County
there were relatively few establishments with 80 per cent or more of their employees
covered by a collective bargaining agreement, particularly as contrasted with San
Francisco and the Oakland-Berkeley area (see Appendix Table C-8).

Whether these differences in extent of coverage by collective bargaining are
associated with related patterns of geographical wage differentials within the Bay
Area is a question of considerable interest, but one which we cannot really attempt
to answer until analysis of the detailed wage data included on our Part II schedules
has been completed. So far as published wage data are concerned, they shed very
little light on intra-area differences, although comparisons between the San Francisco-
Oakland Metropolitan Area as a whole and the San Jose Area can be made. These com-
parisons reveal a mixed picture for white-collar workers, but a tendency for wage
rates for blue-collar workers to be somewhat lower in the San Jose Area than in the
San Francisco-Oakland Area (Appendix Table C-9).

Conclusions relating to locational factors. The results of our survey, along
with other data which have been examined, suggest that industrial decentralization
within the Bay Area has been influenced considerably more by such physical factors
as the availability of land and access to transportation than by labor factors. There
is little evidence that relatively high wage rates in the central cities, as compared
with the more outlying areas, or greater prevalence of unionization in the central
cities have played major roles.

When one considers that most of the expansion in manufacturing employment has
been in the relatively new electronics sector of the electrical machinery industry
and in an industry (ordnance) which was virtually nonexistent in the ay Area in
1950, and that some of the assembly operations in these industries require large
amounts of floor space, it is easy to understand why copanies establishing new
plants would be attracted by an outlying area where agricultural land (much of it
planted in orchards) was available at relatively reasonable prices, compared with
prices for industrial land in the central cities.

This was by no means the whole story, however. Since the products of these
expanding industries were not, for the most part, bulky, access to a port so that
products could be shipped by ocean transportation was not important. With the
growth of the air freight industry, products could be shipped to the East or abroad
by air freight and to other parts of the West Coast, by truck, air, or rail. And,
to the extent that railway transportation was still used, San Jose had good rail
connections.

Several factors apparently favored the southern San Mateo County and San Jose
areas over southern Alameda County. One was proximity to Stanford University or
other educational and research institutions, and it should be pointed out that
Stanford University has made the most of this advantage by developing the attractive
Stanford Industrial Park. Another factor was proximity to the San Francisco Airport,
which at least until very recently, has had considerably more extensive facilities
than the Oakland Airport. As places for cpany executives and salaried employees
to live, moreover, the Peninsula comunities probably had greater appeal than the
couunities of southern Alameda County and were more oriented to cosmopolitan San
Francisco than less sophisticated Oakland.
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One cannot, however, rule out the role of labor factors. Had not a good deal
of suburban population growth occurred, it seems doubtful that companies establishing
plants or expanding existing plants on the Peninsula would have felt they could
count on an adequate labor supply. Some of the electronics firms, for example, found
that Peninsula housewives could be hired and trained to perform precise assembly work
very satisfactorily. Women, it was claimed, had a high degree of finger dexterity
and could carry out these delicate assembly operations more effectively than men.
And the employnent of large numbers of female workers, as well as the large propor-
tion of nonproduction workers in the aerospace industries, may be a factor in
explaining the less extensive penetration of unionization among establishments in
southern San Mateo and Santa Clara counties.

Finally, manufacturing industries which tend to be oriented to a local or
Bay Area market were encouraged to locate outside the central cities as suburban
population growth assumed major proportions. And, since transportation by truck had
become the predominant means of transporting goods within the area and to neighboring
parts of the state, access to a feeway, rather than access to rail transportation,
became a major consideration which likewise tended to favor location outside the
congested downtown areas of the central cities.
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Footnotes to Section III

1. Dorothy K. Newman, "The Decentralization of Jobs," Monthl- Labor Review,
LXXXX (May, 1967), 7-13.

2. County and City Data Book: 1967, U. S. Bureau of the Census (Washington,
D.C.: U. S. Government Printing Office, 1967), Tables 2 and 4.

3. Computed from data in California E lo nt and Pa rolls: 1950, California
Department of Employment, Report 127, No. 13 (Sacramento: 1952), Tables 4, 21, and
22; and ibid., October-December 1966, Supplement, Report 127, 29d (Sacramento: 1967),
Tables 20 and 21. 1950 data for Solano County, which was included in the San
Francisco-Oakland Metropolitan Area at that time, have been deducted. There were no
appreciable changes in unemployment insurance coverage affecting private employment,
which might have impaired the comparability of the data, during this period. Cover-
age applied throughout to firms with one or more employees and to almost all types
of private employment except for agricultural and domestic workers and the self-
employed.

4. E y neo u California Department of Employment (San
Francisco: 1967), pp. 7 and 66.

5. For employment in the aerospace industries, see Aerosnace Employment:
California and MetroRolitan Areas 1949-1967, California Department of Industrial
Relations (San Francisco: 1968).

6. For a discussion of this tendency, see Robert J. Flanagan, ManufacturinR
E lo nt and Industrial Location in San Francisco, Center for Labor Research and
Education, Institute of Industrial Relations. University of California, Berkeley
(Mimeographed Report, 1967).

7. Our choice of the five-year period was, at least in part, based on the
expectation that our interviewees would be in a position to speak more authorita-
tively about the reasons for moves that had occurred within a very recent period.

8. The most important locational factors, ranked in order of relative impor-
tance, mentioned by respondents in the East Bay survey were: (a) nearness of free-
way, (b) nearness to market, (c) nearness to established labor supply, and (d) abi-
lity to expand. Development Research Associates, Land Utilization.-Marketability
Stud_ Wet Berkele Industrial Park Pr (Los Angeles: 1966), p. 26.

9. In the area wage surveys conducted periodically by the U. S. Bureau of
Labor Statistics in some 60 to 70 of the largest metropolitan areas, wages in the
San Francisco-Oakland Metropolitan Area are usually found to be the highest, or
nearly the highest, in the country for the occupation groups included in the surveys.
They are particularly high for umskilled plant workers, and indeed relatively high
wages for unskilled workers have been the historical pattern in the area. See, for
example, "Metropolitan Area Pay Levels and Trends," Monthly Labor Review, XCI (April,
1968), 44-49.

10. Sidney Ingerman, doctoral thesis in preparation relating to wage differen-
tials in the electronics industry.



IV. Part-Time and Temporary Staff Agency Workers
and Contract Practices

Part-time workers - e lo ent b industr Inquiries about certain of
the several meas of accomodating to the vagaries of weather and the economy
and also of demand and supply factors in an ever shifting labor market followed
logically from our earller questioning concerning employment changes. Wie were
particularly anxious to explore ployer policy and experience regarding part-
time employment. Frequently it is only by means of this practice that various
groups including women, students, and the retired can obtain employment. Further,
in a tight labor market, employers can sometimes most advantageously obtain
needed skills or most economically supplement their full-time staffs by hiring
these workers.

The experience of the respondents with part-time workers (always cited,
it must be repeated, in terms of numbers of establishments rather than numbers
of workers) may be easier to appraise against the background of national
experience for which employment figures are available.

At midyear In 1967, almost 13 per cent of all nonagricultural wage and
salary workers in the United States were employed part time.1 Nine per cent of
the total were so-called "voluntary" part-tine workers ln that they chose a
workweek of from one to 34 hours voluntarily rather than that short hours were
imposed on them for lack of work to be done or for some other economic reason.
The employment of sucth voluntary part-time workers was very much heavier in
services (even with workers in private households excluded) and in trade (whole-
sale and retail combined) than in any other Industry. Voluntary part-time
employment was of next greatest significance in finance and Insurance followed
by government, construction, nondurable goods manufacturing, transportation,
and, finally, durable goods manufacturing.

By far the largest proportion of the nation's workers who accepted volun-
tary part-time work in July 1967 were in clerical and service occupations, with
the latter group excluding those employed in private households.2 These were
followed at some distance by approximately equal percentages of professional
and technical workers and by salesworkers. Considerably fewer in relative
number were the part-tim workers in semiskilled and unskilled jobs, and very
much fewer, the relative numers in managerial and skilled jobs.

When the survey employers were questioned if they employed part-time
workers, defining them as persons retularlZ working from one to 34 hours per
week, they were asked to disregard those employees hired for seAsonal reasons,
vacation relief, or to meet temporary emergencies. These "regular" part-time
workers, as they came to be called In the Bay Area Emloyer Survey, at least
approached in concept, we believe, the "voluntary" part-time workers of federal
reporting, an appraisal that appears confirmed by the groups from which they
were most often recruited.

In anwer to the above question, almst half of all employers included
in the survey replied affirmatively (Table 4-1). The major industry groups
that employed relatively large proportioes of part-tim workers nationally
were also in the lead In the Bay Area. The order of their importance, locally,
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Table 4 - 1

Employment of flegular Part-time Workers
By Major Industry Group --

Bay Area }Eployer Policy Survey, 1967

Does not
Total lMploys employ

MaJor i try group part-time part-tine
Number Per cent workers workers

AUl indutries: 309 100.0 47.0 53.0
Mining and construction 26 100.0 11.5 88.5

Durable goods 57 100.0 19.3 80.7

Niondurable goods 62 100.0 32.3 67.7

Tranporation;
cormaunication; electric,
gas, and sanitary services 27 100.0 25.9 74.1

Wholesale trade 13 100.0 30.7* 69.3*

Retail trad 33 100.0 87*9 12.1

Finance, insurance, and
real estate 25 100.0 84.0 16.0

Services 36 100.0 72.2 27.8

0ovorraent 30 100.0 76.7 23.3

* Percentages based on fewer than 15 cases.
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however -- finance, insurance, real estate; govern°ent; services; and trade
was not the same These differences arise, we can surmise, very largely from
the fact that in our survey, relative orders of magnitude related to numiber of
establishments (and only the larger establishments at that, which understates
the importmace of trade and services) rather than to numbers of workers involved.
Major industry groups less likely to furnish part-time job opportunities in the
Bay Area were nondurable goods manufacturing, tramsportation, and durable goods
manufacturing. Least fertile ground of all for part-tim employment, locally,
was construction.

On Table 4"2 following, respondents' reasons for employing or not employing
regular part-time workers are presented in considerable detail and by industry.
The order of priority assigned various considerations, pro and con, to their
emplomnt does vary among the different industries. Overall, however, the
reason for hiring short hour workers receiving the highest mention was that
their employment aUlows the establishment to accomodate to peak or slack
periods and to special jobs. Such accouadation was shown as of particular
importance in retail trade, services, and finance. The second most generally
expressed reason for part-time hires (and a reason, possibly, of grmoing signi-
ficance because of the frequent "after hours" employment of data processing
crews) was that work of a part-time nature existed outside of normal working
hours in the form of odd-hour or partial shifts.

That the eloyment of part-time workers does not fit In with the esta-
blishment's mode of operations including normal work schedules was far and away
the most frequently given reason for not eloying part-time workers. This
objection receied especial weight from employers in manufacturing, wholesale
trade, and construction. "No need for them" was the second most significant
coient voiced generally against part-time employment.

Union influence o -time mg1 nt. In discussing their reasons for
employing or not employing part-tim workers, a considerable nuaber of respondents
mentioned that unions exercised some influence or control over this practice.
These employers were, in turn, asked to describe the extent to which this influence
or control is exerted (or could be exerted were part-te workers hired).

Our data provide the bases for no simple or easy generalizations as to
the degree of Influence, adverse or othezwise, that unions exercise over the
practice. Rather, the degree to which part-time workers were utilized in given
establishments or industries appeared to vary in accordance with several factors
among which union influence or control was but one.

Respondents in retail trade, for example, were more likely than employers
from any other major industry group to reply that unions had jurisdiction over
their part-tim employees and Influenced or controlled their employment. (Data
not shown.) Yet, in this major industry group, relatively more survey employers
than in any other emloyed part-ti workers. Characteristics of retail trade
having an Important bearing on the use of part-time workers are reflected in the
reasons supplied by the respondents for employing or not employing them. Rela-
tively more reasons given by retail trade employers than by those in any other
major industry group indicated a need to meet the peaks and valleys of a fluc-
tuating work load; relatively, the fewest number of reasons implied that part-
tim workers did not fit in with the establishment's mode of operations; and,
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alone among all major industry groups, there were no reasons indicating part-time
workers were unneeded.

When the various methods by which unions can influence or control the
employment of part-time workers are considered (Table 4-3) it is noted that the
mst restrictive union measures that can be applied were absent in retail trade.
The limitations mentioned with greatest relative frequency were that the hours
worked are specifled by collective bargaining contract and that a ratio of part-
time to full-time workers is specified in the bargaining agrement.

At the other end of the scale, collective bargaining agreements that
preclude hiring part-time workers were mentioned with greatest relative frequecy
in durable goods manufacturing. And in this group of industries, part-time workrer
find comparatively few jobs except In office occupations that are usually not
subject to union jurisdiction. However, it is also in these industries that
relatively more employers thm in any other stated that part-time workers did
not fit in with the normal mode of operations and that a higher-than-average
proportion of employers stated no need for them.

It should, of course, be noted thot next at the top after retail tr
in the relative nuber of survey establishments providing part-time employmnt
opportunities were those in the" relatively nonnioxied sectors -- finance,
imurance, and real estate and government. And these were relatively the least
likely to report that the jobs held by part-time workers were under union juris-
diction or, if they were, that stringent measures of control were exercised.

t As to the light which our data may
shed on the question - In what occupations do "regular part-tim workers" most
likely find employment In the Bay Area? - the reminder may again be timely that
these data are based on autbers of establishments rather than on amount of employ-
ment. The relative frequency with which respondents mentioned that part-time
workers were eloyed in a given occupation In their establishments should afford
some Indication as to the relative importance of that occupation as a source of
short hour job opportunities. The relative frequency with which these mentions
were made, however, canmot in any sense be used to compute the volume or occu-
patioal distribution of part-tim employment in the Bay Area.

Survey respondents mentioned with greatest relative frequency those same
two categories of jobs in which most of the nation's voluntary short hour worker.
are employee - clerical and service jobs (Table 4-4). Professional and tech-
nical jobs for part-time workers were mentioned with slightly greater relative
frequency than their proportionate share of the nation's voluntary part-time
emplo t would Indicate.

The respondents did not place quite the proportionate emphasis on sales
jobs that their relative iportance nationally, when measured in ters of actual
employment, suggests. However, the concentration of our survey on large esta-
blishments and its ignoring of self-emloyment preclude regarding this fact as
evidence that part-time sales jobs are less important in this area than else-
where. As in the nation, industrial-type jobs, particularly those for skilled
craftsmen appeared, from our data, to offer the fewest opportunities for part-
time worker. seeking shorter hours of their ow volition.

Mother aspect of employer practices rzepecting the employmnt of regu-
lar part-time workers was explored by asking if sucb workers were characteristically
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Table 4 - 4

Occupations in Wlhich Survey Establishments Eploy Part-time Workers --
Bay Area ployer Policy Survery, 1967

AU occupations

Number 260
Per cent 100.0

Professional occupations 8.4
Registered nurses 2.7
Teachers 2.7
Other professional occupations 3.0

Tecbnical occupations 6.9
Engineering technicians 1.1
Medical technicians 1.1
Teacher aides 2.0
Other technical occupations 2.7

Clerical occupations 44.6
Clerks (includng accounting clerks) 8.1
Office machine operators 2.0
Stenographers ad/or secretaries 1.5
Stock clerks and shipping clerks 3.5
Typists 5.0
Other clerical occupations 24.5

Sales occupations 10.0
Bales persons and sales clerks 9.2
Other sales occupations o.8

Skilled occupations 0.8
Skilled occupations 0.8

Semiskilled occupations 3.5
Truck drivers 2.4
Other semiskilled occupations 1.1

Unsklled occupations 7.3
Laborers, includg materials handlers
and vrehousemen 1.5

Other unkille occupations 5.8
Service occupations 18.5
Custodian 2.7
Guards 1.5
Nurses aides 1.5
Other service occupations 12.8

aTotal occupation exclude those establishments that did not use part-time
workers and those not providing information* The total exceeds the number
reporting as om eployers mentioned more then one occupation.
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recruited from any specific applicant group (Table 4-5). Of thie 142 employers
employing these workers and providing the information, a compiratively small
proportion answered in the negative. Most, In fact, nad more than one appli-
cant group from which regular part-time workers were generally sought by their
establishments.

In order of the relative prominence with which special groups were named,
students headed the list with dual job holders or "moonlighters," as they were
frequently called, in second place. Housewives and youth (with their student
status unspecified) followed. Retired persons were mentioned as a final specific
category. The coment was often added that establism.ents found it particularly
helpful to hire, part-time, their own retirees in instances where certain hard-
to-find skills were involved certain specific work experience was needed.

Temporary staff ajen5X worNext, we turned to the subject of
employer practices regarding the use of workers from such temporarystaff agen-
cies as Manpower, Inc. or Kelly Girl Services, Inc. Although we were not able
to determine the growth of this practice by the survey establishments in recent
years, there is every indication that the use of these agencies to supply tem-
porary and often emergency labor needs is expanding rapidly.

Temporary staff agencies serve, at once, both to provide a supplementary
source of labor whenit is needed and to "organize" the labor supply available
for temporary and short hour work in such a way that It can be effectively
utilized. "Organization" in this context implies bringing together those needing
teporary workers and workers seeking short-ter employment by means of the pro-
vision of order-taking services and the referral of workers whom the staff agen-
cies have screened, selected, and will pay and, possibly, whom they have tested
and trained.

While less than half of the survey respondents reported employing regular
part-time workers, about three-fourths indicated that they used the services of
temporary staff agencies (Table 4-6). Wholesale trade employers, in fact,
replied, 100 per cent, that they used such serices while more than 90 per cent
of all respondents from finance, insurance, and real estate and more than 80 per
cent from maufacturing obtained a supplementary work force by this means. The
use of such agencies can be characterized asvelatively slight only by govern-
ment establishments where employers reported little need for them, or that they
were prohibited by statute oradinistrative regulation from filling their
short-term or emergency requirements for additional helpin this manner.

In spelling out the reasons for meeting their labor requirements by way
of temporary staff agencies (Table 4-7),v.ost of the respondents pointed to the
convenience of accoamoating to short-term or seasonal work load or to such
emergencies as staff absences in this manner. We had anticipated that a larger
proportion of the reasons given for using these agencies would relate to the

well publicized economies of avoiding various payroll costs associated with
hiring perment ployees. Actually, the relative weight ofreasons having
this complexion was but little more than that of less widely broadcast advan-
tages. The latterincluded finding already trained personel or screening for
potentially permanent personnel through use of these services.

Those not using such agencies reported,most often, that they had no need
for their services. The most significant variance from thisreason given for the
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Table 4 - 5

Applicant Groups from Which Survey Establisinents
Characteristically Recruit Part-tie Workers --

ray Area Smployer Policy Survey, 1967

Applicant groups

Al groupsa

Number
Per cent

Students

Dual jobholrs

247
100.0

37.2

26.3

10.5Housewives

Youth 7.3

6.5Retired persons

No special groups

Other groups

6.5

5.7

'Total applicant groups exclde those extablisiments reporting no
recruitmnt of tbese groups and eployers not providing information.
The total exceeds the number rportig as ame employers reported
more than one group.
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Table 4 - 6

Use by Survey Establislents of Temporary
Staff Agencies by MaJor Industry Group --
Bay Area ployer Policy Survey, 1967

Industry

All establishmentsa

Mining ad contruction

Mauacturing

Durable goods
Nondurable goods

Transportation and
utilities

Trade

Wholesale
Retail

Finance, insurance, and
real estate

Services

Government

Total

NuIber Per cent

307 100.0

26 100.0

119 100.0

57 100.0
62 100.0

27

46

13
33

25

36

30

100.0

100.0

100.0
100.0

100.0

100.0

100.0

Does not use
Uses temporary temporary
staffg ae fe ntf ~ciels

72.6 27.4

73.1 26.9

83.2 16.8

84.2 15,8
88.3 17.7

70.4

80.0
*

100.0
71.9

92.0

68.6

16.7

29.6

20.0
*

0.0
28.1

8.0

31.4

83.3
*

Percentages based on fever then 15

aTotal establisaments exclude those

caes.

employers not provding information.
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nonuse of temporary staff agencies came from survey employers in government
establishmnts, These respondents in large measure reported they could not use
these agencies by law or regulation.

Host employers reported using the serviees of temporary staff agencies
only as need arises rather than on a continuing basis However (and particularly
in large establishments), some respondents iudicated that such need arises so
frequently and In so many quarters of the organization that agency workers were,
in fact, employed continuously.

As in the case of part-tim workers, most jobs reported as filled in the
sur establishments by temporary staff workers fell within the clerical.cate-
gory (Table 4-8). The relative degree to which staff agency workers were concen-
trated in clerical jobs was orted to be much greater by the survey establish-
ments, however, than that of regular part-time workers. Further, clerical
workers dispatched by these agencies appeared more likely to be assigned the
higher level clerical jobs than were regular part-time workers, according to
the respondents' reports.

The proportion of jobs in other than clerical occupations mentioned by
our respondents as filled with agency workers appeared isg ificant In light of
the gamut of activities such agencles advertise themelves as capable of staffing.
Conceivably, the facility with which the temporary staff agencies satisfy require-
ments for additional clerical help on an emrgency basis brought this one among
their several services so lediately to mind that referrals of workers in profes-
sional and technical, service, sales, and industrial occupations were understated
by or respondents.

Inquiries concerning the degree of influence or control unions may exert
with respect to the practice of using temporary staff agencies elicited an almot
completely negative response, presumably because the great bulk of the labor needs
thus filled are for workers in office jobs.

Contrat ries, As a final exploration into those employer practice
that can supplemnt an organization's regularly employed force of full-tie workers
the respondents were asked if their establishm ts "let out subcontracts" - a
phrase that was broadened from the outset of our interviewing to include prime
contracts and concessionso Eighty-eight employers replied in the negative while
221 affirmed the use of one or more of these practices. The type of activities
covered by these legal Instruments and the incidence of their use varied widely-
by industry (Table 4-9).

Reasons given for subcontracting or not also varied widely (Table 4-10).
Responses from conttruction eplyers reflected primarily the reliance of the
primt contractor on special trades contractors for the performnmce of work out-
side the specialties of the formr or for work which the prime contractor lacked
the capabilities to accomplish. Reasons given for subcontracting by manufacturing
employers were often silar in that "contracting out" allowed them to supple-
ment their facilities or per, often a necessity if rigid production deadlin
were to be mt. May responses reflected the use of contracts as a mean of
obtaining servilces of a custodial or protective nature. Others were concerned
with the Aaent and staffing of essentially alien facilities such as cafe-
terias housed in fliancial lnstitutions *ere there was no wish and little
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Table 4 - 8

Occupations in ihich Temporary Staff Agency Workers
are used by Survey FZstablisiSments --

fay Area 1loyer Policy Survey, 1967

Occupations

AU1 occupations

Number
Per cent

a

429
100.0

Professional and technical occupations
Draftsmen
Other professional and techncal occupations

Clerical occupations
Stenographers and secretaries
Typists
Clerks (including accounting clerks)
Office machine operators (including key
duplicating machine operators )

Telepe orators and receptionist.
Stock clerks and shipping clerks
Other clerical occupations

Sales occupations
es occuptions

8S skilled occupations
Semiskilled occupations

Unskilled occupations
Unskilled occupations

Ser-vice occupations
Service occupations

3.3
1.9
1.4

94.9
21.4
28.6
15.2

punch and
8.2
6.1
1.4
14.0
0.2
0.2
0.7
0.7
0.2
0.2
0.7
0.7

Tbtal occupations exclude those establisluents that did not use
temporary staff agencies d employers not providi information.
The amber of occupation exceeds the ber of e oyers reporting
as more than one occupation reported by some.
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Table 4 - 10

Reasons Given by Survey Establishments for
Subcontracting or not Subcontracting --
Bay Area Employer Policy Survey, 1967

Reasons

All reasnsa

Number 368
Per cent 100.0

Reasons for subcontracting 75.0

Does not have the facilities and/or staff for the kinds
and/or volume of activities involved 28.3

More economical 21.2
Greater efficiency and/or convenience 10.3
Does not vish to engage in the activities which are sub-
contracted, contracted or granted by concession 4.9
Customary, or establisbaent's policy to subcontract, con-
tract, or grant concessions for certain activities 3.5

Prevents sharp fluctuations in employment 2.4
Avoids jurisdictional labor problems 1.6
Obviates necessity to provide supervision for the work
which is subcontracted, contracted or granted by con-
cession 1.4

Does not possess the necessary licenses to perfom such
activities 1.1

Other reasons for subcontracting 0.3

Reasons for not subcontracting 25.0

No need 17.9
Not customary, or not the establishment's policy to
subcontract, contract, or grant concessions 2.4

Does not fit into the establisbment' a mode of operations 2.2
Not economical 1.4
Union restricts or prohibits subcontracting, contracting,
or the granting of concessions 1.1

Reasons for subcontracting or not subcontracting exclude those
establishments not reporting this information. The total exceeds
the number reporting as more than one reaso was given by some
employers.
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capacity to asswUe responsibility for their operation. Yet other answers related
to undertakings whose manitude exceeded the capabilities of the firm's staff
of force-account costruction workers or to concessions granted for special-type
sales outlets within department stores.

In the main, however, "no need" was the principal reason for not subCon-
tracting even as having the need to do so -- through lack of facilities or staff

was the main reason for the practice.

Employers were also asked about the extent of influence or control exer-
cised by the relevant unons in connection with the establishment. practices
respecting contracted activities. Except in construction, only a minority
responded that unions through collective bargaining or by other means exerted
such influence or control. The data, of course, relate only to the establish-
mants covered by collective bargaining contracts.
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V. tabor Turnover

Natre fhe data. Maintaining records of employee accessions and
separations on a detailed, systematic, and comparable basis is something less
than an all-pervading habit in the Bay Area as in other localities. The survey
employers, in general, expressed firm opinions as to the incidence of employee
separations by occupational group and worker characteristics and, as a rule,
possessed some records to back up such judgments respecting their own esta-
blishments. But these records, for the most part, were neither maintained in
such form nor distributed In such categories as to yield data that could be
comared with the experience of other organizations.

Respondents from the large manufacturing establishments included in the
national labor turnover reporting program (under which the Bureau of Labor Sta-
tistics publishes accessions and separations rates In manufacturing for the
nation and for a few large areas, not including the Bay Area) were sametimes
prepared to discuss the subject in detailed, quantitative terms. The same was
not true of most ployers in other industries. This limitation, it should be
noted again, did not preclude employers from advancing many firmly expressed
opinions based on general observation, and these will be later described.

To assist in evaluating our data, it should be pointed out that some
respondents during the survey period were speaking against a backdrop of
experience in which voluntary separations were rising somewhat above the rate
they recalled in the recent pest, while other employers were not. A continuing
level of high economic activity affecting some industries and some occupations
to a greater degree than others unquestionably influenced some eployers to
view the seriousness of voluntary quits in quite a different light than did
others. Now much or how little the difficulty of recruiting replacements in
the occupations affected by rising separations had increased in the recent
past also influenced the perspective from which replies were advanced. However,
even though turnover in the period our data were gathered was regarded as more
"normal" by some employers than by others (as would be true in any period) our
data when viewed in the aggregate appear primarily to reflect those relative
differences between different industries, occupations, and types of workers
that would persist through almost any period other than one of extreme crisis.

As one example, some significant employers of all-around machinists may
have given replies in mid-1967 that were sufficiently affected by current con-
ditions to change the respective raking of their answers to various questions,
as of that time from the rank order they would have followed earlier or later.
However, there is much to suggest that nw, when all employer responses can be
viewed in the aggregate, the relative positions of various occupations d
industries in the complex situation that Is labor turnover do emerge in much
the sam pattern that would prevail in most times and most places. In 1967,
our respondents conmeted, they continued to find the young typist, the peri-
patetic draftsman, the entrant engineer, the professional nurse, and the worker
with only minimal attachment to the labor force telatively more "turnover prone"
than most other types of workers, which was no more than the usual situation.
Also, In 1967, as in the longer term, layoffs continued to comprise a heavier
proportion of all separations in most construction and In many manufacturing and
service establishments than in other firt, despite the occasional employer whose
circumtance may have varied from the customary at that particular time.



VY-2 .

As implied above, we could not frame questions relating to types of
separations in ter of rates, and we soon learned that an quantitative approach
to the subject of accessions within the context of labor turnover was not possible
in the usual interview situation. Thus, our first question concerning turnover
was broad and simple, indeed. We-asked, merely, which was the more important
type of separation, by occupation, occurring in the establishment. We had meant
to ascertai no more than the primacy of quits or layoffs, the one as against
the other.

Replies were of such nature, however, that two additional categories were
added as will be noted in two of the following tables (Tables 5-1 and 5-8). Some
employers considered both quits aad layoffs as so unimportant in certain occupa-
tions that they dismissed both as having any significance. To the extent that
these respondents viewed their situation correctly, we would have to interpret
the reply, "few if any quits or layoffs," as signifying that the federal repor-
ting classification known as "Other separations" (comrised of deaths and retire-
mente for the most part) was responsible for a larger loss of personnel than
either voluntary separations or layoffs. While this interpretation would pro-
bably prove incorrect in most cases were actual figures available, a few
employers did have records to show that such had been true in certain occupa-
tional groups for at least the year or two preceding the interview. Also, it
is quite safe to assum that where this reply, "few if any quits or layoffs,"
was given, recordswould at least have shown voluntary quits to be very low
and layoffs virtually nonexistent.

Another species of replies that had to be accommodated in order to cate-
gorize the responses received was to the effect that number of quits and number
of layoffs were "approximately equal." From observation, we would conclude that
both quit and layoff rates were in the moderate range where this answer was given.

To recapitulate, we are therefore presenting data (and these are the data
shown In Tables 5-1 and 5-8 below) that reflect the respondent's characterization,
by occupation, of the separations occurring in his establishment as primarily
comprised of voluntary quits; primarily cprised of layoffs; situations where
both quits and layoffs are soinfrequent that presumably "Other separations"'
assume major significance; or situations where quits and layoffs are about
equal in their incidence and rates for both, most likely are moderate.

£loyer descriuIis of-sop ation. Respondents providing characteri-
zations of separationsintheir establishments (Table 5-1) overwhelingly des-
cribed voluntary quits as accounting for the highest proportion of separations
in all occupational groups. This suggests that, if turnover rates by occupa-

tionwere available for these establishments in the aggregate, voluntary quit
rates would be higher than layoff rates in every occupational group irrespec-
tive of how greatly the total separations rate might vary among the groups.

The relative mounts, however, by which voluntary separation rates outdistanced
layoff rates, or the importance of "Otherseparation" rates, for that matter,
would vary appreciably by occupation.

As indicated by our data, the variations that could be expected between
the rates for these three types of separations, at least in large establishments,
are not unexpected. Voluntary quit rates would exceed layoff rates most signi-
flcantly in the professional a technical, managerial, and clerical occupations
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(or, conversely, the lowest layoff rates would be found in these groups). Rates
for "Other separations" implying primarily deaths and tetirments, however, would
be proportionately larger components of all separations for uianagerial and pro-
fessional workers than for those in cleribal occupations.

Salesworkers, according to our data, would show relatively higher layoff
rates than workers in the foregoing bccupations and fewer of their number would
leave employment by way of "Other separations" than professional or managerial
workers, though more would go that route than clerical workers.

Were it feasible to construct separations rates for the establishments
covered in our survey showing the relative importance of different kinds of
separations among workers in the industrial-type occupations, our data indicate
that these rates would conform closely to commonly held opinion on the matter.
The importance of quits relative to other types of separations would diminish
from skilled to semiskilled to unskilled occupations, and layoff rates would
assume increasing importance as the jobs in question became less skilled. "Other
separations" would be more significant at higher skill levels than at lower.

The data for service occupations in Table 5-1 as in other tables must be
interpreted with care because of the wide variety of occupations included.
Depending on the specific activity of the respondent, the occupations blanketed
in this category, as examples, could be policemen, firemen, and various other
protective workers; building maintenance workers; or workers in health, hotel,
and restaurant occupations. The fact that many of the specific occupations
included fell within groups always, or frequently, covered by civil service
regulations may explain the relative importance of the entry "few if any quits
or layoffs" for the service occupational group as compared with semiskilled
and unskilled workers. The heavy representation of workers in health services
in this occupation may serve to increase the relative importance of quits as
against layoffs despite the presence in this group, as well, of workers from
hotels and restaurants who are comparatively subject to layoffs.

Voluntar . Our dependence on nonquantitative responses plagued
our efforts to obtain data concerning the relative vol of voluntary quits
among different occupations as much as it complicated our attempts to ascertain
the relative importance of different types of separations by occupation. It
would appear from the data, however, that our second line of inquiry resulted,
like the first, in answers which accord with comonly held opinion.

Employers were asked, "If voluntary quits among certain groups are above
the average voluntary quit rate for your establishment, what are these groups
and what do you believe are the reasons for their high rate?"

It is more than likely that the terms, "above average" or "below average,"
should not be accepted too literally in interpreting the answers to this ques-
tion. Very significant employers of clerical workers, for example, frequently
characterized clerical worker quit rates as "far above average" when their
average turnover rate must have been almost exclusively a product of that same
clerical quit rate. Hence it would be safest to regard those occupational
groups reported as having above average quit rates as job areas in which the
high incidence of voluntary quits constituted a particular problem whatever
the weight that occupation would have had, by reason of its numbers, in
influencing the establishment's overall quit rate.
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Construed in this manner, our data show that of the 231 respondents
reporting "higher than average" voluntary quits for their establishments in one
or more major occupational groups, by far the largest proportion of all replies
singled out clerical employees as chief offenders in this respect (Table 5-2).
Responses indicating that clerical workers have "higher than average" voluntary
quits were followed at some distance by answers regarding professional and
technical workers and also unskilled workers as particularly prone to volun-
tary quits. Smaller proportions of responses, in turn, pointed up semiskilled,
sales, service, or skilled workers as having "above average" quit rates in the
concerned establishments.

Differences among various industries as to which occupational groups are
most prone to quit their jobs voluntarily differed markedly -- in part because
layoffs form a larger component of all separations in some industries than in
others. As an example, construction employers found voluntary quits a problem
only among professional and technical and among clerical workers, with compara-
tively high rates far more of a problem among the latter than the former. Manu-
facturing employers were most likely to complain of "above average" quits among
clerical and unskilled workers, while transportation companies were most sorely
tried by high quits on the part of clerical and semiskiUed workers (with the
latter often represented by truck drivers).

Wholesale trade employers (and several establishments among the survey
group market goods and services of a highly technical character) most often
regarded professional and technical workers as having, relatively, the highest
quits, followed by clerical workers. Respondents from retail trade, on the
other hand, gave first place to clerical workers and followed this group closely
with sales personnel.

The accusing finger was pointed at clerical workers by virtually all
interviewees representing finance, insurance, and real estate. Services
employers divided the onus more evenly between professional and technical and
clerical workers. Probably because of the high quit rates of professional
nurses, services employers, alone with those in wholesale trade, most often
mentioned professional and technical workers as constituting their gravest
quits problem. 1

Respondents who pointed to specific occupational groups as presenting
more than the usual problems because of their high voluntary quit rates were
asked "what do you believe are the reasons for their high rates?" These reasons
constitute, in the aggregate, what the survey employers thought to be the causes
of "higher than average quits," occupation-by-occupation in their establishments
(Table 5-3). Also, the responses, given as free answers, fall readily into
categories relating to worker characteristics and attitudes, or to the job and
work environment.

Respondents related the majority of all reasons given (and the majority
of reasons supplied for each occupational group to various worker characteristics
or attitudes. Conversely, they assigned smaller weights at all occupational
levels to working conditions ad to factors relating to the location of the esta-
blishment or to the transportation facilities utilized in reaching that location.
Again excepting that mixture of heterogeneous jobs included in the service group,
respondents gave relatively more weight to undesirable working conditions as a



0

:i-
H4)

CMM

H-4

400
O Z

i

to
t.
t
go

Ok
or3

A

0

c o
Cu.

O.0
CQa
8

0U\
O
r-;

*

o0

8

0

o8

0

0lo

H

* * * 0CUN O X

O. e) H Hn

co CM
0 0

o o 0 0
. \.0 co

CM U C\J H co CM

o CM S>~C

Iu -I U UN O n c\4. .uH..tr) H ir u@ Q~ (f CUJ

H H 0\ CU CF
0. .. . .

c~ HHQ

*

m

It u(N u', 00 . %D U
* *

Ft t 0o %

40
4.)1

0Q

-

a .d0 4

o 36 a4a

@~~~vq'I Id

V-4-a

b4

*r4

041-

OQ.00 WI

C)

O ) k

10ii54)

h oH

0 *.R;0 .1

0I E.i

0 A

o o'w
'v.4

>

H 05..

Ao H

0.1 :1:1
z C)

e1 31



V-4-b(l)
o o0 0

%* co

0~~~~~Ch 0

o o

2 CU

(Y)~~~~~~~~~'

\DC\

O 0 Hi

t4 C3 C\j

0
0

co
(c%i

.

H

0

I @

0
IH*

I
4,

AO

0

0
U'
tU\

8
H

o0
U'

HO
o~ 0

Co
U'

Hq

000e
8

O"'0
He

8
r;

C6

cm O

H8

MO
U.0

co 0)

4,
0
C)a

to

co

co

Cui
a

t-C

_.
EI

1

00 tlH

43-4
A :>b

-P or

^¢ 0

;_ 10 le

A 0

0
C .)8
H

co
0

U'

H

CU

0

fCU('I

U

0

S'
V4
too

g0

*0
:; CU

H

r
Q

4,00

08 0

0 0 i
a;

03
4)

0

1
$3
:D



0
6
cu

H
A

N
Co

Co
0
6c'J

v-4-b(2)
0

C.

tf\

0

Co
U,'

co
CZ

0'

0
6

co

UN

Co
CM U'N

Co

O0s

0
C\I C\ coCC co 0 +o o0 uo

44 A 6 CA

i CHiifif
A 443

rca43,4

14~004
0Or443
A A 4J 4-

O 0 0

0UVI to

U o

09 t tQ

A

.90 ME'E
004 0

Ptoco a
0 A

4- o 4w o

.W 0 a3.0 ov0R
OH -

d Zf
to 4

O4."%r4 A04

OP0

to
14
0)
43-a
0
a)

0

a

ig

0

C~J

en

o

H
0

0

H

0
0
C)

0

to

24
a

0is

Cod

bA

H
In

iffI

*14

co to

Id

"4
m
co

to0.

Ca
co
k
rqI Vi

H

.1

81
co

('I

I
V94
0
a0

0

CY)

0\.

ANU'
t:

0
43

0

C)

UN

00
a,
0)

*.O
UE

a%
0

.i



V-4.b(3)

I.'l

I a

ii*

Ij

oS

a

i$4

E 0

tS

'V.l

ai 4a 0

ItW

to
0

9to

f-i
o 0

dH. 4d

It

34



V-5 .

cause of quits as they moved donn the occupational ladder, whereas they assigned
much more weight to worker characteristics in the higher level occupations.

Accounting in large measure for the emphasis on worker characteristics
and attitudes at one end of the scale was the relative importance given by the
respondents to the professional worker's mobility because of the many alterna-
tive job possibilities open to him, and to the clerical workser's often tenuous
tie to the labor force. At the level of unskilled laborer, the greater empha-
sis placed by employers on such factors as lack of job security and undesirable
hours brought the weight of adverse working conditions as a reason for high
quits more into balance with the importance of worker characteristics than was
believed to be the case at higher occupational levels (Table 5-3).

Reducl ivwolunte quits. Respondents were asked how they would rank
certain factors in terms of their effectiveness in reducing voluntary quits.
There can be som doubt that all employers construed the question as intended,
namely what was the order of importance of those factors actually operating to
hold down quits in their own establishments. A very few firmly insisted on
registering a vote for the factor they believed would work wonders in this
respect if it were operative. There can be no doubt, however, that each
respondent carefully assessed the respective priorities of the various factors
that we listed (and others that he volunteered) to select in rank order the one
or more he believed most effective (Tables 5-4 to 5-6).

Even less question can exist concerning the factor the respondents
believed to be the most effective in preventing quits. If they did not mention
job security as of first importance, so many ranked it in second or third place
that this factor was the most frequently selected in all three choices.

Respondents, in the aggregate, gave higher than prevailing wage rates
and fringe benefits the next highest number of votes as the first most important
turnover preventative. Third place in this primary choice went to the accumula-
tion of seniority; fourth to promotion from within; and fifth to good or above
average working conditions.

By industry, a higher proportion of employers in government than in any
other major industry group regarded job security of first importance. Employers
from manufacturing, wholesale trade, and services also accorded first place to
this factor, though not by as wide a margin. In construction, a quarter of all
employers thought seniority of greatest importance while another quarter men-
tioned higher than prevailing wage rates, thus registering a tie vote as to
the top importance of the two factors. The largest proportion of transporta-
tion employers chose the accumulation of seniority as the most effective factor
in reducing quits while those in wholesale trade gave greatest relative weight
to high wage rates, and retail employers selected the encouragement of promotion
from within as did employers from finance.

When it came to the second most effective factor in reducing quits,
higher than prevailing wage rates and fringe benefits no longer followed imme-
diately after job security. The encouragement of promotion from within was
now in second position. Indeed, this factor was given greater than average
weight by employers in construction, nondurable goods manufacturing, transpor-
tation, wholesale trade, and the finance complex of industries.
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As to the third most important factor in reducing quits, promotion from
within remained in second place after job security, but a locational factor
moved into the next position -- proximity to residential areas. A higher than
average proportion of employers considered this factor of importance in con-
struction, durable goods manufacturing, retail trade, and services.

When the respondents were asked if their establishments had any programs
directed to reducing the number of voluntary quits, 151 answered affirmatively,
describing 236 programs as in effect (Table 5-7).

The largest proportion of these programs consisted of conducting exit
interviews. A positive employee relations program including an effort to make
the establishment of "good place to work" was given next largest relative weight.
Thereafter followed the mention of a number of programs all subscribed to with
about equalrelative frequency by the respondents. These included careful ini-
tial screening of employees, stress on promotion from within, a communications
program, supervisory and management development programs, and wage and salary
plans and benefit programs. These program, however, by no means exhausted
the list. A wide range of efforts from continuing counseling programs; saving,
profit-sharing, and stock option progra to studying the causes of turnover;
surveying employee attitudes; and remodeling the premises were all mentioned.

The 156 employers reporting that their establishments had no programs
directed to reducing the number of voluntary quits were asked the reason or
reasons for this lack (Table 5-8).

A very large majority of these employers answered that there was no
reason for such programs in their establishments, because relatively few quits
were then being experienced. About a fourth of the respondents (and they were
usually from industries in which large numbers of clerical workers are employed)
answered that programs combatting turnover would be irrelevant and useless for
them, as most quits and separations in their establishments were for such
domestic reasons as marriage, maternity, or a husband's job transfer. A small
proportion of respondents reported they had been unable to discover any correla-
tion between the remedial programs they had introduced to reduce quits and a
subsequent reduction in their number. Hence, these programs had been discon-
tinued and none were then in effect.

Pension plans and voluntar guits. Of considerable interest is the fact
that so few establishments mentioned pension plans as a method of attempting to
reduce voluntary quits, in view of the widely held impression that pension plans
tend to be adopted, at least in part, to meourage employee loyalty to the firm.
Certainly the explanation of the minimal importance assigned to pension plans
as a means of reducing voluntary quits did not lie in any lack of prevalence of
pension plans (Table 5-9). More than four-fifths of these establishments with
100 or more employees had pension plans covering white-collar employees, while
nearly nine-tenths had plans covering blue-collar employees. In some cases,
these plans covered all employees, but in a good many cases plans for white-
collar and blue-collar employees were separate, and not all plans covered all
blue-collar workers or all white-collar workers.

In nearly all major industry groups a very large proportion of the esta-
blishments in the sample had a pension plan covering blue-collar workers. Only
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Table 5 - 7

Programs for Reducing Voluntary Quits
in Survey Establishments

BaY Area Employer Policy Survey, 1967

aAll types of programs

Number 236
Per cent 100.0

Exit interviews conducted 14.3
Good employee relations; good personnel policies; establishment

a good place to work; good or better than usual working con-
ditions; maintains high morale 10.5

Careful initial screening of employees 5.1
Policy of promotion from within; promotional potential of

Jobs stressed 5.1
Communications program 4.7
Supervisory or management development training program 4.7
Training program -- kind unspecified 4.7
Wage and salary plans and/or benefit programs in effect 4.7
Continuing counseling program 3.8
Savings, profit-sharing, and/or stock-option program 3.8
Prompt settlement of grievances; grievance procedulre exists;

"open-door" policy in handling complaints 3.4
Wages and/or fringe benefits higher than prevailing for

similar work in the industry or area 3.4
Wages and/or fringe benefits competitive with industry or

area rates and practices 3.0
Good supervisory practices 2.5
Training or orientation program for new employees 2.5
Causes of turnover studied 1.7
Continuing or frequent reviews of performance and/or rates

of pay 1.7
Develops employee's sense of identification with the

establishment and its goals 1.7
Health and welfare program 1.7
Provides Job security, or attempts to improve job security 1.7
Employee attitude surveys undertaken 1.3
New or remodeled premises for the establishment 1.3
Pension program 1.3
Quit rate of employees reviewed regularly with unit

supervisor 1.3
Other programs 10.1

a
The total excludes loyers having no programs and employers not pro-

viding information. The number of programs exceeds the number of em-
ployers reporting as some employers mentioned more than one program.
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Table 5- 8

Reasons for no Programs in Survey Establishments
to Reduce Voluntary Quits --

Bay Area Employer Policy Survey, 1967

a
All reasons

Number 153
Per cent 100.0

No need, as relatively few voluntary quits 71.9
Voluntary quits would continue in any event

due to kind of worker or nature of reason
for voluntary quit 24.2

No correlation found between any remedial program
and the voluntary quit rate 2.6

Other reasons 1.3

a
The total excludes employers having such programs and em-

ployers not providing information. The total exceeds the
number of employers reporting as some employers supplied
more than one reason.
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Table 5 _ 9

Per Cent of Establishments with Pension Plans Covering
White-Collar Workers or Blue-Collar Workers,

by Major Industry Group --
Bay Area Dployer Policy Survey, 1967

(Some of these workers are covered by plans for all employees)

Blue-collar

orindustry

All establishments

Mining and construction

Manufacturing
Durable
Nondurable

Tranportation and
utilities

Trade
Wholesale
Retail

Finance, insurance
and real estate

Services

Government

Total
number

309

26

57
62

27

13
33

25

36

30

White-
colar

81.6

53.8

84.2
87.1

85.2

84.6
75.8

8o.o

75.0

100.0

Union
plans

54.4

92.3

59.6
59.7

66.7

69.2
72.7

*20.0

47.2

_ _o

Total --
a plans

89.6

100.0

84.2
98.4

88.9

100.0
90.9

80.0

69.4

100.0

mmkvmdv.
__MEAmdmmlwnommommomom
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services stood out with an appreciably smaller proportion of establishments
having such plans, while the proportion in finance, insurance, and real estate
was also somewhat smaller than the average. These, also, were the two major
industry groups which were least likely to have only a union plan for their
blue-collar employees, and this, clearly, was related to the fact that esta-
blishments in these industry groups -- particularly in finance, insurance, and
real estate -- were less likely to be covered by a collective bargaining agree-
ment than most of the other groups, as will be indicated in the next section
(Table 6-1).

In the case of white-collar workers, the construction group was least
likely to have a plan. This was undoubtedly related to the fact that, except
in the very large construction firm, there are relatively few white-collar
workers.

These data suggest that there has been an appreciable increase in the
prevalence of pension plans in the area since an earlier survey conducted by
our Institute in 1960 was completed, although the two surveys are not precisely
comparable, because the 1960 survey included only San Francisco and Alameda
counties, so far as the northern part of the state was concerned, and was
confined to private employers. However, there would appear to be no reason to
assume that pension plan coverage in San Francisco and Alameda counties would
be lower than the rest of our six-county area -- in fact, one would tend to
assume the contrary. Moreover, the two surveys are comparable in covering
firm with 100 or more employees. In any case the earlier survey showed that
22 per cent of the firms that responded had no pension plan, and, so far as
major industry groups, were concerned, it was particularly in the trade group
that the proportion with no plan was considerably higher than our more recent
data indicate.2 This is consistent with data recently published by the Califor-
nia Department of Industrial Relations, which indicated that there was a prow
nounced increase in pension plan coverage in retail trade in the state between
1958 and 1966, but the data related to number of workers covered rather than
to establishments, and were also confined to union workers.3

When asked whether their pension plans affected voluntary quit rates,
25 respondents were unwilling to venture an opinion. This reluctance stemmed
primarily from their belief that workers with different characteristics or
with varying lengths of service are differently influenced as to their job
tenure by the provisions of a pension plan. One government employer, for
example, and he did report his opinion, believed strongly that the pension plan
in effect for his staff, which included many youthful clerical workers, actually
increased their propensity to quit. The temptation to leave, he comented,
and to convert their equities into ready cash became overwhelming, particularly
in those cases in which accumulated contributions had reached a sizable amount.
Another 174 employers completely discounted the effect of pension plans in
reducing quits. Some of these, but only a small minority, were employers with
no pension plans. Finally, there were 109 employers who believed that their
establishments' pension plans did reduce quit rates in some measure, but these
judgments were often qualified by commnts that the beneficial effect was
slight or that it varied greatly in accordance with the types of workers
involved.

Actually, these findings are quite consistent with those of several
studies of the impact of pension plans on labor mobility, which bave tended to
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indicate that, since it is younger workers who are highly mobile and retire-
ment protection is as yet of little concern to such workers, peasion plans have
little effect on the quit rate. Moreover, other factors -- seiority, In
particular -- have far greater Impact on mobility than pensions.4

The more liberal the vesting and early retirement provisions of pension
plans, of course, the less pensions are likely to serve as a barrier to mobi-
lity, although the age and service requirements that tend to be associated with
vesting and early retirement provisions are such as to confine their benefits
largely to workers who have reached an age when they are relatively unlikely
to quit in any case. And one of the major trends in the pension field in the
last ten years or so has been a pronounced liberalization of vesting and early
retiremnt provisions.

Our findings tend to confirm the importance of this trend. When esta-
blishments with pension plans were asked whether they had adopted or liberalized
vesting or early retireent provisions within the past five years, 40 per cent
replied affirmatively (Table 5-10). Relatively more establishments In manu-
facturing, wholesale trade, construction, transportation, and government had
taken such action than was true of the general average. When they were further
questioned, however, as to whether the liberalization of vesting and early
retitrem t provisios had been followed by rising quit rates, a good many
interviewees failed to venture an opinion, while only one of the 97 who did
respond to this question replied that he believed quits had risen following
such liberalization.

Layoffs. Layoffs of white-collar workers can, on occasion, be numerous
in the individual establishment. Changeovers and cancellations of defense
contracts or such structural changes in the organization as mergers or acquisi-
tions can trigger sizable contractions of professional and technical, clerical,
and even managerial staffs. No recent incidents of this type, however, were
reported by the respondents. Involuntary separations, therefore, will be con-
sidered in detail only in connection with the blue-collar and service occupa-
tions (Table 5-11).

It will be recalled that a large majority of respondents considered
quits relatively more frequent in their establishments than layoffs (Table 5-1).
This average distribution of the relative positions of the various situations
that can characterize an establishment's separations is almost exactly the
average distribution for all skilled workers. But as semiskilled and unskilled
occupations are considered, the realtive importance of quits, "Other separa-
tions," and of an approximate equality between quits and layoffs dimnishes
while the relative frequency of instances in which layoffs predominate increases.

By major industry group, significant variations exist in the relative
iaportance given to different types of separations by occupation. The general
pattern, however, is one describing a greater primacy of quits at higher than
at lower occupational levels, a pattern that would no doubt emerge as charac-
teristic also of the service occupational group iiere it possible to consider
these miscellaneous occupations at the level of specifle jobs.

According to the survey establishments, government employers far more
than private employers described their separations as primarily reflecting quits.
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Table 5 - 10

Extent of Vesting or Early Retirement Provisions in
Pension Plan of hployees Adopted or Liberalized in Survey Establisbments,

1962-1967, by Major Industry. Group--
Bay Area lbqployer Policy Survey, 1967

Vesting or Vesting or
early retire- early retire-

Total ment provisions ment provisions
adopted or not adopted or

Ma.or indus'tr gru ubr Per cent liberalized liberalized

All establishments 258 100.0 40.3 59.7

Mining and construction 23 100.0 47.8 52.2
Durable goods 46 100.0 52.2 147.8
Nondurable goods 54 100.0 44.4 55.6
Transportation, ccmmi-
cations, electric, gas
and sanitary services 24 100.0 41.7 58.3

Wholesale trade 12 100.0 50.0 50.0
Retail trade 24 100.0 20.8 79.2
Finance,, isurance
and real estate 19 100.0 31.6 68.4
Services 28 100.0 21.4 78.6
Government 28 100.0 42.9 57.1

a
The total excludes employers not having a pension plan for employees and
employers that did not provide information.
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In fact, the comparative security of blue-collar workers in their jobs (except
for semiskilled workers where an atypical situation received undue weight) is
very marked and especially so for unskilled laborers. Construction enployers
at the other end of the scale, reflected the greater then average incidence of
layoffs In that industry. They followed, in their responses, also, the general
pattern of the workers' greater vulnerability to involuntary separations at
the semiskilled-unskilled level.

In durable goods manufacturing, quits were relatively of more than
average importance for skilled workers, in large part because of worker shortages
in the metal trades. But this same comparative security of blue-collar workers
in relation to other industries did not extend to the lesser skilled where
available workers are more numerous and alternative job opportmities, less
frequent. Nondurable goods manufacturers as compared to employers in other
industries offered their skilled and unskilled workers relatively less security
against layoffs. lieanwhile, employers in the transportation group of industries
reported for all skill levels in the blue-collar occupations a relatively
smaller incidence of layoffs.

Retail trade employers ascribed greater relative importance to quits and
less to layoffs in the blue-collar occupations than did employers in wholesale
trade or employers on the average. The responses of retail trade employers,
however, should be qualified with respect to their tendency to depart from the
formal definition of lafoffs. For the most. part, these erployers did not view
the widespread contractions of their temporary help following the Christmas
rush (or after other special events for that matter) as "layoffs" inasmuch as
these seasonal workers had entered upon their short-term employment in the
clear knowledge that its duration would be limited. This departure from the
customary concepts of turnover reporting, however, should not affect the
accuracy of responses for blue-collar workers as much as those for sales
workers because blue-collar workers in this industry are frequently on the
permanent staff.

Employers in the services group of industries reflected such varied
activities that their replies cannot be readily interpreted at this level of
generality. It can, however, be noted that the strong representation of medi-
cal services in this complex was reflected in the higher than average rela-
tive significance accorded to quits at all skill levels.

R cng the need for la off. We asked the respondents if any actions
were taken by their establishments to minimize the need for layoffs. Because
layoffs were signficant In only a minority of establishments, and because such
actions were not taken by some of those few employers reporting significant
involuntary quits, only 145 replied affirmatively (Table 5-12).

Sufficient replies were received only from employers in construction
and manufacturing to warrant tabular presentation of their answers by major
industry group. Comments made during the interviews, however, shed considerable
light on predominant practices by industry group.

Employers in construction referred in large majority to planning their
activities as the best layoff preventive. They frequently commented on the
economies of avoiding slack periods in the present labor market, in which
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engineering and technical staffs tend to become restive when the backlog of
contracts appears unduly slender. Also, they noted that their most productive
skilled craftsmen, once lost, might not be available to them when activities
again increased. Consequently, it was coon to find the computer called into
service to assist in the complex scheduling necessary to utilize construction
crews of different crafts and specialties most effectively as one job phased
out and another became active. Several respondents from construction, in fact,
deemed their planning ability in this respect as of paramount importance in
successful bidding.

Durable goods manufacturers, like construction employers, gave greatest
weight to the importance of planning and to reassigning staff to other kinds
of work In slack periods. Nondurable goods manufacturers, with many of them
greatly dependent on seasonal factors, assigned somewhat less importance to
planning than did those in durable goods or the construction employers. Also,
they ascribed rather more importance to holding their regular staffs at minimal
levels in order to lessen the impact of such periods on their permanent work
force.

Transportation employers presented a minxed picture as to actions taken
to prevent turnover because of the varied activities and practices characterizing
this major industry group. Employers in retail trade and services relied rela-
tively mot on planning to avoid slack periods although the reassignment of
workers was also important. Government employers in greater proportion than
in any other major industry group stressed holding the regular force at minimum
levels as might be expected when the complicated "bumping" procedures in civil
service layoffs are considered.

A sowhat larger number of employers provided information as to why they
did not tae actions to minimize or prevent layoffs than provided descriptiom
of their actions in this respect (data not shown). The principal reason for
their lack of action was entirely consistent with the fact that most employers
characterized separations in all major occupational groups as primarily the
result of voluntary separations. Thus, more than 70 per cent of the employers
who provided reasons for not taking positive action to minimize layoffs
reported their layoffs were minimal or none at all. Employers from government
were relatively most prone to give this reply, while proportionately the fewest
respondents from construction could report their involuntary separations in
this light. The lUtter employers, rather, reported that contractual fluctua-
tions of work load provided the reason for their lack of program undertaken
to minimize layoffs. Fluctuations, also, but of a seasonal character, accounted
for relatively numrous emplyers not taking such action in trade and in
manufacturing.

Practices reln l . Those employers who gave some prominence
to the significance of layoffs in their establishments were asked concerning the
practices they folled when laying off workers (Tables 5-13 and 5-14).

More than 90 per cent of all respondents reported that layoffs were made
immdiately when staff reductions proved necessary (but the word "limdiately"
could and often did include a brief period of notice for the worker). Varia-
tions were small by major industry group in the relatively large weights given
to immediate layoffs and the much smaller relative importance assigned efforts
to delay layoffs until after reductions in the workweek had been made.
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Our data indicate that layoffs come most promptly in construction, trans-
portation, and retail trade. Relatively greater efforts appear to be made in
wholesale trade and in manufacturing than in other major industry grouws to
adjust working hours before separating employees for lack of work. Layoffs,
too, are consistently more likely to occur iidiately for blue-collar workers
than for all workers, indicating primarily the differences in procedures
affecting production and salaried workers.

As to which types of workers are most likely to be affected when layoffs
occur, the respondents in total indicated the low seniority worker most likely
to be paid off, particularly amng blue-collar workers, because of the impor-
tance of seniority provisions to the latter. Next most important practice,
relatively, was laying off workers at various skill levels as required and next
most important, the practice of laying off the least skilled.

According to the responses received, seniority, as would be expected from
the often short attachment of the worker to a specific employer, was least impor-
tant in construction. On the other hand, seniority was most important in trans-
portation. Government employers placed rather less relative emphasis on
seniority than might have been anticipated, responding in a higher than average
proportion that workers at various skill levels are laid off when necessary.

When asked if the order of layoff were determined by collective bar-
gaining agreement, respondents replied heavily.in the affirmative (Table 5-15).
Aside from government where these agreements would rarely apply, construction
employers replied relatively least frequently that the te of their collec-
tive bargaining agreements determined the timing of layoffs or the workers
affected. Although the practice of hiring workers in construction is more
exclusively controlled by bargaining agreement than in any other major industry
group, jobs tend to be short term in nature In m instances. Durable goods
manufacturers reported relatively most often that collective bargaining agree-
ments influenced or controlled their, layoff procedures, and they were followed
closely by employers in nondurable goods mnufacturing and by those in trans-
portation and retail trade.
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Table 5 - 15

Extent of Influence or Control by Collective Bargaining Agreement
in the Determination of Timing and Workers Affected by Layoffs in

Survey Establishments by Major Idtry Group --
Bay Area !nployer Policy Survey, 1967

Determination Determination
by not by

Total collective collective
bargaining bargaining

Major industry group Number Per cent- agreemet 9!ement
All establishmentsa 198 100.0 87.4 12.6

Miing and construction 25 100.0 68.o 32.0
Manufacturing 98 100.0 96.9 3.1

Durable 44 100.0 97.7 2.3
Nondurable 54 100.0 96.3 3.7

Transportation and
comunication 22 100.0 95.5 4.5

Wholesale trade 9* 100.0
Retail trade 22 100.0 95.5 4.5
Services 16 100.0 75.0 25.0
Government 6* 100.0

*Percentages based on fewer than 15 cases or not
number of cases.

computed because of small

ahe total excludes employers that had miniml or no layoffs, that were
not covered by collective bargaining agreements, and that did not provide
information.



VI. Industrial Relations Structure and Personnel bepartmuents

G1ulkctin bsruARUX.cg2gr&S1, The San Prancisco Bay Area has long been
one of the ost strogly unionixed metropolitan areas in the eountry. Histori-
cally, usoms were able to gain sttength largely as a result of the remoteness of
the area. During perlods of rapid expansion of the dad for labor, such as
that which occurred in the early years of the present century, iti"igration from
other pat of the country and fr abroad was sti lated, but increases in the

fl. ok jopultion teded to lag bdind incre&*es In de d, with the result
that t1e wa A tendtcy for labot atortaes to develoo.1 Thus, it was partl-
cularly in such periods that winism tended to gaini stegth.2 Koreover, consi'
derably earlier than In moot other parts of the country, unions succeeded in
orgaizing the unkilled and in penetrating the trade and service sectors of the
ecommy

sore than three-quarters of the establst to included in our survy were
covered by one or more collective bargaining agreemnts in 1967, nd the propor-
tioe were abov 90 per cent in Ing d construction, nondurable goods mnu-
facturing, transportation and utilities, and substantial sectors of durable goods
maufacturing (Table 64). Only the governmnt sector and finonce, insurance, and
real estate were relatively uncovered. And, related to the somewhat lower degree
of coragp in Santa Clar and southern San Mateo counties, which wa discussed In
Sectlon III was the fact that coverage was considerably loss frequent in the
co bined electrical and nonelectrical machinery group than in other sectors of
manufacturing.

In narly four-fifths of the covered establishments, 60 per cent or more
of the employees were included in collective bargaiiAg units, d in nearly a
half the proportion of eloyees covred was 80 per cest or more (Table 6-2).
Moreover, the proportion of establishments with 80 per cent or more of their
emloyes covred was especially high in mining and cotruction and in tran-
portation and utilities -- indutry groups with relatIvely large prortions of
blue-collar workers.

Although the smallest size group in our sample -- establishents with
100 to 249 emloyees - were somewhat more likely to be covered by a collective
bargaining agreement than larger establishmts, variations in extent of coverage
by alse of firm folloved no particular pattern aamg the larger size groups. The
relationship beween size of firm and extent of collectIve bargaining coverage

appear to be someWhat contrary to the genrally held impression that small
firms are less likely to be covered than large firma but such a relationship
might still be found to hold if firs with fer than 100 ployes were Included
in the universe of firs sampled. Variations In per cent of employee covered,
moreovr, followed no partIculr pattern by sie of establishment.

It sees probable that variatioa in size of etablishmnt by major indue-
try group are largely responsible for differences in extent of coverage by sixe
of establishment. It will be recalled that the two major Industry groups with
the least unionization - gomr int and flance, iurance, and real estate -

included relatively fevr establishmnts in the smallest sie class than some
of the ore heavly nonlzed iustry grous. This was particularly true of
the rinnt sector (Tabl 2-S).
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Table 6 - 1

Per Cent or Establishments Covered by Collective Bargaining Agreements,
by Major Industry Group and Selected Manufacturing Industries --

Bay Area uployer Policy Survey, 1967

Major industry group and
selected manufacturing Per Cent

industries Number ored

All establishents 76.4

Mininxg and construction 26 96.2

Manufacturing
Durable 57 86.0

Primary and fabricated
metals i utries 22 95.5

Machinery, electrical
and nonelectrical 19 63.2

Other durable 16 100.0

Nondurable 62 95.2

Food and kindred
products 28 96.4

Other nondurable 34 94e.1

Trasportation and utilities 27 96.3

Trade
Wholesale 13 84.6*

Retail 33 87.9

Finance, inmurance, and
real estate 25 24.0
services 36 75.0

Goverment 30 13.3

Percentages baed n fewr than 15 cases.
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Table 6 - 2

Per Cent of Establishment'saEmployment Covered by
Collective Bargaining Agreement, for Covered Establish ents,

by Major Industry Group --

Bay Area iployer Policy Survey, 1967

Total Per cent covered

MaJor industry Less
grouP than 20 to 40 to 60 to 80 or

Number Per cent 20 40 60 80 more

All establishments
covereda 229 100.0 3.5 7.0 10.9 29,3 49.3

Mining and
construction 23 100.0 __ 8.7 __ 17*4 73*9

Manufacturing
Dfurable 49 100.0 8.2 12.2 44.9 34.7

Nondurable 59 100.0 1.7 15.3 37.3 45.7

Tra tation
and utilities 26 100.0 - 3.8 7.7 26.9 61.6

Trade
Wholesale 11 100.0 -- 27.3 27.3 -- 45A*

Retail 25 100*0 -- 4.0 8.0 36.0 52.0

Finance, insur-
ance, and
real estate 6 100.0 100.0* -- -* -- --

Services 27 100.0 7.4 14.8 7.4 11.1 59.3

Governt 3 100.0 -- -- 33.3 -- 66.7

*Percentages based on fever than 15 cases.

aTotal excludes establishments for which per cent covered was not
available.
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Table 6 - 3

Per Cent of Establishnents Covered by Collective Bargaining Agreemnts
and Per Cent of lbployees Covered, by umber of Eployees -m

Bay Area ployer Policy Survey, 1967

Number of employees
Per cent covered Total

Less than 250 to 500 to 1,000 to 2,000 or
250 499 999 1,999 more

All establishments

Number 309 130 73 50 28 28

Per cent covered 76.4 85.4 68.5 74.0 64.3 71*4

Number covereda 229 108 49 35 18 19

Per cent 100.0 100.0 100.0 100.0 100.0 100.0

Less than 20
per cent 3.5 2.8 -- 5.7 16.7

20 to 40
per cent 7a0 4.6 8.2 11.4 -- 15.8

4o to 60
per cent 10.9 10.2 8.*2 17.1 5.6 15*8

60 to 80
per cent 29.3 35.2 20.4 20.0 38.9 26.3

80 per cent
or more 49.3 47.2 63.2 45*8 38.8 42.1

aTotal excludes 7 estsblshaents for which information on per cent of
employees covered was not availale. Thus, 236 establishments were covered
by collective bargaining agreements.
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In about three-fourths of the establishmekmts covered by collective bar-
gaLig agreements, union recognition had first been granted from 10 to 35 years
ago, with nearly halt of the covered establishm Ms dating their first recogni-
tion of a union fr 25 to 35 yeas ago, or sad. 2.me between the early Ne Deal
year5 and the early years of World War II (Table 6-4). The proportion of esta-
blishmsts in retail trade which dated union recognition from this period vas
particularly large, while in this industry group establishments with an even
longer history of unionism constituted an appreciably smller proportion than in
mining and

construction, nondurable goods manufacturing, and tranwortation and
utilities. And, not surprisingly, there was a tendency for recognition of a union
to have occurred somwhat more recently In the service industries than In mt
other major industry groups.

Nearly half of the establishments with some union representation -- and
this Included a small nuber of establishnu which had not formafly recognized
a union - aentioned only one union that represented their employees (data not
shw). Hoever, sizable proportions of the establishments mentioe d two or

three unios representing groups of employees, nearly a fourth reported as may
as five, and there were sm1al numers of establishments that mentioned as may
as eight, nine, or ten unios. And, in all,89 different unions were mentioned.

sinc e uteriewee was asked to indicate approximately hw many members
were represented In his establishmentin eachunion mentioned, It was possible to
develop an estiate of the total membership of each union represented in our sample,
on the basis of which the rank order presented in Table 6-5 was determined. It
should be emphasised that, because of the exclusion of establishments with fewer
than 100 employees from our sample and because thesample deviates In minor respects
from accurate representativeness in ter of industrial distribution and other
characteristics, the rank order of unions developed from the survyis likely to
differ sowhat from the atut rank order for thesix-county area.

Althouh theuni do not appearin the same order, our list Includes
mot of the 20unions on the mot recent list (for 1966) of leading unions In the
state comiled by the California Department of Industrial Relatlons.3

There is little question that incltsion of firm with fewer than 100
employes would change the rank order ofunios in our list and quite possiblyits
composition to some degree. This is suggeted by the datain Table 66,in which
uion are ranked on the basis of the percentage of all 309 establishmts in which
they were represented. On this basis the Teastrer outred the achisnists by
a

considerable margin, while there was a tdcy for the bulding trades unions,which are repsented in lare n ers of establis nts, to rank somwhat higher
than they did In the list which was copiled inters ofe ersihip On the other
hand, neither the Steelworkers nor the Automorkere, which ranked fairly high in
term of membership, cam even close to "making" the list of the leading 15in
Table 6-6, since their mrers tend to be concentratedin relatively few esta-
blish ents. Thus,it is likely that, if smaller establis ts were included,
unions that are represented In may fir would receive greater weight.

R sent of e. A the establishments notcovred by a
collective bargai ing a mt, t re were 11, or 15*1 perceat of the uncoered
establishmets, which indicated that a union oru aos rep sentedsoe of their
ploye, without formal recognition. These establishments were allin the
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Table 6 - 4

Number of Years Since lion (or Unions) Was First
Recognized as a Bargaining Agent, by Major Industry Group --

Bay Area kployer Policy Survey, 1967

Total Number of years
MaJor industry

grup Leas 5 to 10 to 25 to 35 to S or
Number Per cent tan 5 10 25 35 50 more

All establishm ntSa 22 100.0 4.5 5.4 28.8 46.4 8.6 6*3

Mining and
construction 24 100.0 4.2 -- 20.8 50.0 16*7 8.3

Manufacturing
Durable 48 100,0 2.1 8.3 4i.6 41.7 4.2 2.1

Nondurable 58 100.0 __ 1.7 27.6 53.4 12.1 5.2,

Transportation
and utilities 25 100.0 8.0 8.0 16.0 36.0 8.0 24.0

WholesaUe u 100.0 9.;1 - 36.3* 273* 9.1* 18,2*

Retail 26 100.0 -. 7.7 19*2 69.3 3.8 __

Finance, insur-
ance, and
real estate 4 100.0 50.0 50.0

Services 23 100.0 13.0 8.7 34.8 34.8 8.7 --

Govermnt 3 100.0 66.7* 33.3* --

*Percentages based on fever than 15 cases.

aTotal excludes establisbhmts not covered by a collective bargaining
agreemnt and those not reporting number of years since on was first
organized.
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T4ble 6 - 5

Leading Unions Represented in Establishments, Ranked
by Estimated Total Mdabers Represented
Bay Area Fb3ployer Policy Suivey, 1967

Uhiona Rank

International Association of Machinists and
Aerospace Workers (AF-cIo) 1

International Brotherhood of Teamsters, Chaufeurs,
Warehousemen, and Helpers (Ind.) 2

United Federation of Postal Clerks (AF-CIO) 3
Retail, Wholesale, and Department Store Union

(AFL-CIO) 4
Retail Clerks International Association (AFL-CIO) 5
United Steel Workers of America (AF-CIO) 6
Building Service ployees International Union

(An-cIo) 7
International Brotherhood of Electrical Workers

(AFL-CIO) 8
Uhited Automobile, Aerospace, and Agricultural

Ilemnt Workers (Ind.) 9
United Brotherhood of Carpenters and Joiners

(AF-cIo) 10
International Brotherhood of Boilermakers, Iron

Shipbuilders, Blacksmiths, Forgers, dnd
Helpers (AFL-CIO)

International Union of Hotel and Restaurant
&Ihployees and Bartenders (AFL-CIO) 12

Laborers' International Union (AFL-CIO) 13
Seafarers' International Union (AFL-CIO) 14
International Unton of Operating Engineers

(AFLCIO) 15
International Longshoremen's and Warehousemen's

Union (Ind.) 16
Oil, Chemical, and Atomic Eergy Workers' Inter-

national Union (AFL-CIO) 17
Amalgamated Meat Cutters and Butchers Workmen

(AFL-CIO) 18
National Association of Letter Carriers (AFL-CIO) 19
California State Nurses' Association (Ind.) 20

aA few unions have been itted from this list for reasons
associated with the conidentiality of the interviews.
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Table 6 - 6

Per Cent of the 309 Establishments in Which Leading Unions
Represent Groups of bzpoyees

BaJy Area nloyer Policy Survey, 1967

Per cent of all
Uion establish nts in which

union is represented

Interational Brotherhood of Teamsters, Chauffeurs,
Warehouse en, anielpers of Aerica .(Id.) 4.8

International Asociation of Machinists and Aerospace
Workers (AL-CIo) 24.3

International Union of Operating Engineers (AFL-CIO) 19.4
United Brotherhood of Carpenters and Joiners of

Aerica (AFL-CIO) 12.9
Building Service 16loyees International Uion (AFL-CIO) f1.0
International Brotherhood of Electrical Workers

(AFL-c1o) 8.4
International Union of Hotel and Restaurant Duployees

and Barte (AL-CIO) T
Office and Professional hploytes Internationl Union

(An-cio) 7*4
Laborer's International Union of North Amrica (AFL-CIO) 6.8
International Longshoren's and Wrehous n's Uion

(Ind.) 5*5
International Printing Presmn and Assistants Union

of North America (AFLCIO) 5.5
Ubited Association of Journeymn and Apprentices of the

Plmmbing Pipefitting Industry of the United
States ad Canada (AF-Cio) 5.2

Brotherbood of Painters, Decorators, and Paperhangers of
America (AFL-CIO) 5.2

Retail, Wholesale, ad Department Store Union (AFL-CIO) 4.5
Retail C ks Internattonal Association 4.2

ft- ammilommom
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government sector, where it has become fairly comon for unions such as the var-
iou locals of the State, County, and Municipal Employees to make recomnda-
tions to goverent agencies with respect to annual salary increases and other
terms and conditions of employment. Among other unions which represented workers
in these establisbhents was the American Federation of Teachers, the Building
Service Employees Union, the Teamters, the National Maritime Union, and the
National Federation of Federal Employes.

We were also interested in determining to what extent employee associa-
tions other than unions might represent groups of emloyees in making wage or
other demands in establishments that were not covered by collective bargainig
agremaents. In view of the grwing importance of professional and other white-
collar employment, we anticipated that such representation might have assumed
considerable importance. However, only 14 establishments, or 19.2 per cent of
the uncovered establishmts, answered this question in the affirmative, and
nearly all of these were in the government sector, with a few in educational
services. The most frequently mentioned employee organization Involved was the
Californi State Employees Association, while other organizations mentioned In
this context were local firemn's, policemen's, and teachers' associations,
other associations of local government employees, and the California Teachers'
Association.

Since this section is concerned only with the structure of industrial
relations, and not with its substance, the impact of unions on various aspects
of employer policles, such as wage policy, is discussed In other sectlons of
the report.

E1ly erM.9soigti. Just as unions gained strength at a relatively
early date In the Bay Area, so employer associations have long played an Impor-
tant role in labor relations in the Bay Area. Multi-employer bargaining devel-
oped at a relatively early date in response to union activity. As Kerr and
Fisher have put it:

The master agrement in San Francisco developed largely because
union recognition had becme an acknowledged necessity, and the
organizational strength of the unions had surpassed that of the
individual employers. The strategic position of the loyers had
deteriorated and the position of the unions improved. The organi-
zation of employers' associations was a rational act to prevent a
further deterioration, and If possible achieve improvement in the
bargaining position of employers.4

Although relevant recent data are not available, it is probably still
true, as it was in the early 1950's, that multi-emloyer bargaining is more
prevalent in California than it Is in the country as a whole. According to
William H. Smith, now Executive Vice President of the Federated Employers of
the Bay Area, and formerly its Research Director:

Harked variations existed in the extent of multiemployer bar-
gaining practiced in various sections of the United States. Such
,bargainig predominates in California. In 1952, more than half
of the 2,212 agreeets on file with the California Department of
Industrial Relations' Division of Labor Statistics and Research
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were multi-employer contracts. Of more than 1,200,000 employees
covered by these agreements, about two-thirds worked under multi-
employer arrangements.

The U. S. Bureau of Labor Statistics imde a similar study in
1953 of collective ba*gaiting agreements involved 8,410,000
workets. This study,, "Collective Bargaiting Structures--Employer
Bargaining Unit," shdied that one-third of the workers covered were
under contracts signd by groups of employers or associations.5

lAmog the establishments included in our survey, 57 per cent belonged to
an eployer association concerned with industrial relations activities (data not
shovn). Som of these,, although a distinct miority, belonged to several
emloyer associations, one or more of which was concerned with industrial rela-
tions. About 12 per cent of the establishments reported that they belonged only
to one or more employer associations that were not concerned with industrial
relations, while 31 per cent did not belong to any employer association.

There was a decided positive relationship between membership in an
employer association and the percentage of an establish t's ploymet covered
by a collective bargaining agreement (Table 6-7). The smaller the proportion
of ployees covered, the less likely the establishment was to belong. However,
the data in Table 6-6 exclude establishments belonging to an employer associa-
tion not concerned with collective bargaining. It seems likely that may of
these, also, were estabisbments with relatively few or no employees covered by
collective bargaining.

Among the mny employer associations in the Bay Area, a few, such as the
Federated Ebployers of the Bay Area and United Emloyers, Inc. (centered in
Oakland) drew their mership quite widely from a number of industry groups,
whereas most of the employer associations concerned with industrial relations
represent eployers in a particular industry. Thus, of the 65 employer associa-
tions mentioned by our respondents, 57 were confined to a particular industry,
while tho other 8 were more general. Some of these more general associations
were confined to a particular part of the Bay Area, such as the Antioch-
Pittsburg Industrial Relations Association and the Eployers' Council of Santa
Clara County.

It Is probably because there are specialized employer associations in so
my lndustrl*s that the proportion of establishments belonging to any given

loyer association did not tend to be very large. Aon the establihments in
our saple, the largest numer -- 12 per cent of the total -- belonged to the
Federated Employers of the Bay Are. (Table 6-8). Ht of the other associations
that were mentioned with relative frequency were confined to a particular
industry group.

Because of the fact that a comiderable number of establishments belonged
to ore than one employer association, It was difficult to obtain a complete
picture of their relations with the associations of which they were members, but
we did ask our interviewees to indicate what services or functions were per-
fotrd by the first association mentioned in their replies -- presumably in mot
cases the one with which they felt mot strongly identified.
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Table 6 - 7

Whether Establishment Belongs to Employer Association Concerned With
Industrial Relations, by Per Cent of Emloyees Covered

By Coliective Bargaining Agreement --

Bay Area Employer Policy Survey, 1967

Belongs

To association
Per cent of Total To association concerned with Does
employees _ concerned with industrial rela- not
covered industrial tions plus one belong

Number Per cent relations or mre others

All establish-
mentsa 210 100.0 54.3 18.6 27.1

Less than 40 20 100.0 35.0 20.0 45.o

40 to 60 23 100.0 52*2 17.4 30.4

60 to 80 59 100,0 47.5 25.4 27*1

80 or more 108 100.0 62.1 14.8 23.1

aTotal excludes establishments not covered by a coflective bargaining
agreement, establishments belonging to an employer association not concerned
with industrial relations, and a few establishments for which information on
membership in an employer association was not available.
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Table 6 - 8

Per Cent of the 309 Establishments Belonging to
Leading Employer Associations --

Bay Area kployer Policy Survey, 1967

Association Per cent belonging

Federated bployers of the Bay Area 12.0

California Metal Trades' Association 6*1

Associated General Contractors 5.5

California Trucking Association 3.2

United Employers, Inc. 2.6

California Processors and Growers 2.3

National Association of k4aauacturers 2.3

Food Employers Labor Relations Association 1.9

Industrial Employers and Distributors'
Association 1.6

San Francisco Retailers' Council 1.6

Pacific Maritime Association 1.6

Western Electronices Manufacturers'
Association 1.3
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Clearly, for most members, the negotiation of collective bargaining agree-
ments was regarded as the most important function performed by the employer asso-
ciation, since about three-fourths of the relevant establishments mentioned this
function first in responding to the question (Table 6-9). On the other hand,
about 15 per cent indicated in their first response that the employer associa-
tion provided information on wages or, in a few cases, on labor legislation.
Most of these respondents were probably members of the Federated Employers,
which does not negotiate collective bargaining agreements. Its functions are
as follows:

1. To promote cordial and friendly employer-employee relations in
the San Francisco Bay Area;

2. To cooperate with municIp&1 State, and Federal authorities and
other public jurisdictions in matters relating to employer-employee
relations;

3. To promote and facilitate meetings of employers in the San Francisco
Bay Area and elsewhere for consultation and consideration of common
problems in the field of labor relations;

4. To engage in research and to provide information to members relative
to labor management problems and to exchange and disseminate such
information;

5. To encourage San Francisco Bay Area employers to follow policies
and practices which will stabilize labor conditions and rates of
pay and promote good employee relations;

6. To encourage the organization of autonomous groups among employers
where needed and to make available full counsel and aid in matters
relating to labor relations.6

Some of the members of the Federated Employers also belong to the San
Francisco Employers' Council, which does negotiate collective bargaining agree-
ments. United Employers also negotiates bargaining agreements, and, in its most
recent annual report, indicated that during the previous year it had partici-
pated in 113 negotiations covering a wide range of industries.7 The employer
associations that are organized on an industry basis, as suggested by our data
and by other sources of information, negotiate collective bargaining agreements
in most cases.

The second function mentioned by a substantial proportion of establish-
ments was the negotiation of grievances. When all the responses were cumulated,
the four leading functions of employer associations appeared to be as follows,
in order of relative frequency with which they were mentioned: (a) the negotia-
tion of collective bargaining agreements, (b) the negotiation of grievances,
(c) conducting or organizing training programs, and (d) providing Information
on wages, etc. Also of some Importance, but mentioned with less frequency, were
the exercising of some discretion over the establishments' employment policy and
limiting nonwage benefits offered to employees.

'Not surprisingly, the establishments with less than 250 employees were
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Relations of Association to Establishment, for Establishments
Belonging to 1loyer Associations --
Bay Area bloyer Policy Survey, 1967

Relations of First Second Third Fourth Fifth
associationa a azwmranswerr answer answer Total

All establishments belonging
to employer associationD

Number 161 161

Per cent

Negotiates bargaining
agreements

Negotiates grievances

100.0 100.0 100.0 100.0 100.0 224,2C

75.9 o.6

__ 58.4

Has some discretion over
establishment' s employment
policy

May limit nonwage benefits
establishment offers
employees

1.8 0.6 11.2

*_in s1.9 5.6

meds 13.7

6.2 _m 13.7
Pays strike benefits

Conducts, coordinates, or
otherwise participates in
training programs

Provides information on
wages, etc.

Provides Information on labor
legislation; lobbying
activities

Other

3.7

13.7

1.2

3.1

1.9 10.6

5.0

2.5

1.2

1.9

2.5

1.2

20.5

6.2

o.6 o.6 6.8

No second or subsequent
response 27.3 66.4 87*7 94.5

Anmrs relate only to the first association mentiond by respondents, if
establishment belon to more than one.
b
Total excludes establidhmnts not belonging to an employer association con-
cerned with industrial relations and those for which information on relations
of association to establis t was not avalab

cTotal exoeeds 100 per cent, because many establishments gave more than
one answer.

o.6 o.6 o.6 12 o.6 3.7

*son ftw M. 76,m4
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particularly likely to respond that the employer association to which they
belonged negotiated their collective bargaining agreements (Table 6-10). These
smaller establishments, as will be indicated at a later point in this section,
were less likely to have personnel departments than the larger establishments
and probably in mos1t cases did not have industrial relations directorso Beyond
this smallest size group, however, there was little variation by site of esta-
blishment In the proportion of responses indicating that the association nego-
tiated bargaining agreements.

In the case of negotiation of grievances, however, there was a fairly
consistent inverse relationship between size of establishment and the propor-
tion of responses indicating that the association performed this function.
Again, the relationship is scarcely surprising. Larger establishments are
undoubtedly more likely to have an internal organizational structure for the
negotiation of grievances. Moreover, bargaining strategy affecting the
interests of an entire association is less likely to be involved in the nego-
tiation of grievances.

With respect to the other functions of employer associations, there was
little evidence of a consistent relationship between size of establishment and
types of functions performed by the association. However, the data, though rela-
ting to responses rather than establishments, do suggest that the membership of
the Federated Employers, which provides information, is more likely to be found
among smaller and larger establishments than among the middle-sized establish-
ments in our sample.

There were also some significant variations by major industry group in
responses to this question (Table 6-11). For example, the responses of the
establishments in wholesale and retail trade indicated an above-average propor-
tton of cases in which associations negotiated collective bargaining agreements,
whereas this function was relatively unlikely to be performed by the associa-
tions to which establishments belonged in largely unorganized finance, Insurance,
and real estate. In durable goods manufacturing, also, there appeared to be a
less pronounced pattern of negotiation of collective bargaining agreements by
associations. This may well be due to the possibility that headquarters esta-
blishments set wage rates for branch establishments in durable goods manufac-
turing to a greater extent than in other major industry groups -- data on the
extent to which headquarters set wage rates are presented in Table 6-12, but
not by major industry group. However, as we shall find in Section X, a nuer
of durable goods manufacturing establishments are In industries in which uni-
form nationwide wage rates are established under collective bargaining agree-
ments.

The data in Table 6-11 suggest that there is some tendency for the asso-
ciations that negotiate agreements also to be involved in the negotiation of
grievances, although the relationship is considerably closer in some major
industry groups than in others. It will be recalled that most of the associa-
tions were confined to specific Industries, and thus the functions they perform
are more likely to be influenced by the characteristics and structure of the
industry than by any other factor. Among the other functions that varied by
major Industry group, training functions were apparently more likely to be
performed by associations in construction, durable goods manufacturing, and
finance, Insurance, and realestate than in other Industry groups, In the case
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Table 6 - 12

Types of Industrial Relations Services Provided by Headquarters,
for Branches or Subsidiaries Receiving Such Services --

Bay Area Employer Policy Survey, 1967

First Second Third Fourth Fitth
Types of services answer answer answer answer answer Total

All branches or subsidiaries
receiving servicesa

Number

Per cent

Negotiates bargaining
agreements

Interprets agreements

Sets wage rates

Sets hiring standards

Prescribes fringe benefits,
including pensions

Controls or determines
local work practices

Determines seniority districts

Participates in grievance
procedures

Provides advisory and con-
sultative services

Other

No second or subsequent
answer

92

L00.0

51.1

7.6

12.0

5.4

92

100.0

41.3

3.3

6.5

4.3 13.0 10.9

2.2

__~

-- 2.2
an MD2_

92

100.0

92

100.0

92

100.0

92

294.5b

mm __ -m 51.1

__ as
__ 48.9

23.9 W_ a- 39.1

5.4 18.5 -- 35.9

5.4

3I3

1.1

7.6 41.3

2.2

1.1 6.5 6.5 10.9 15.2

8.7

7.6

2.2

2.2

2.2

2.2

1.1

1.1

9.8

1.1

40.2

-- 14.1

-- 13.0

25.0 46.7 58.6 75.0

aTotal excludes establishments not providing information
furnisbed industrial relations services.

bTotal exceeds 100 per cent, because many establishments
answer.

on whether headquarters

gave more than one
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of construction and durable goods manufacturing, this probably reflects in
large part the representation of employer associations on joint apprenticeship
boards, since, as will be indicated in Section XI, apprenticeship programs in
the building trades and metal trades predominate in the apprenticeship field,
as is true throughout the country. The involvement of employer associations
in finance, insurance, and real estate in training activities undoubtedly
reflects the needs of the three industries in this group for quite specialized
types of training.

Finally, the data on providing information in Table 6-11 suggest that
establishments in durable goods manufacturing and in finance, insurance, and
real estate were particularly likely to belong to the Federated Employers of
the Bay Area. However, these data must be interpreted with caution, since
they do not provide any information on firms with fewer than 100 employees,
not included in the sample, and since the data relate to the first association
mentioned by the employer. Some of the establishments which belong to more
specialized Industry associations may also belong to the Federated Employers
but may not have mentioned the latter organization in its first response on

membership.

The relation of headquarters to branches in industrial relations
functions. Of all the establishments in our samle, 97, or 31.4 per cent, were
branch units, with headquarters largely in other areas. The relations between
the headquarters and the branch unit in industrial relations functions varied
a good deal among these establishments (Table 6-12). Just about half indicated
that their headquarters negotiated their collective bargaining agreements,
while nearly as large a proportion indicated that headquarters interpreted
collective bargaining agreemnts. Since the mention of interpreting agreements
came as a second answer in most cases, it seems likely that there were a good
many cases in which headquarters both negotiated and interpreted agreements.
Other functions of headquarters which were mentioned by substantial proportions
of these firms, in order of the frequency with which they were mentioned, were
prescribing fringe benefits,including pensions, participating in grievance
procedures, setting wage rates, and setting hiring standards.

Pesn deartments. In view of the fact that our survey excluded
firms with fewer than 100employees, it is not surprising to find that a decided
majority (64.4 per cent) had a personnel department (Table 6-13). Interestingly,
the largest proportions of establishments with a personnel department were found
in the least unionized sectors - government and finance, insurance, and real
estate - while the smallest proportion was foundin the heavilyunionized mining
and construction group, which was chiefly composed of construction firms, it
will be recalled.

Clearly, differences in size of establishment helped to explain these
variations. More than half of the establishments in the mining and construction
group had fewer than 250 employees, whereas the government and the finance,
insurance, and real estate groups were composed predominantly of considerably
larger establishments (Table 2-5). Moreover, within the various majorindustry
groups, there was a clear tendency for the larger establishments to be more
likely to have personnel departments (data not shown). Nevertheless, it may

well be that there is some tendency for establishments In industries that do
most of their recruiting through unions to have less need for a personnel
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department than when recruitment is carried out through other channels. And,
as for the large proportion of government departments with personnel departments,
the administration of civil service policies in the recruitment and selection of
employees virtually requires the existence of a personnel department, except,
perhaps, in very small agencies, and in small branch units.

Whether the establishment was a single unit, branch unit, or headquarters
unit also had some influence on whether or not it had a personnel department.
This influence was interrelated with that of size of the establishment, and both
of these factors combined helped to explain the variations by major industry
group.

Single units were least likely to have a personnel department, while
branch units were especially likely to have one (Table 6-14). Somewhat
surprisingly, headquarters units -- whether they were main headquarters or
area, regional, or divisional headquarters -- were somewhat less likely to have
a personnel department than branch units. This difference was not explained by
size variations. The distributions of branch units and of headquarters units
by number of employees were very similar. However, differences in the propor-
tions of headquarters units and branch units in the various major industry
groups evidently played a role.

Manufacturing establishments, for example, were particularly likely to
be branch units, and, since manufacturing establishments make up nearly two-
fifths of the total sample, and were relatively likely to have personnel depart-
ments, this factor probably in large part accounted for the greater prevalence
of personnel departments in branch units than in headquarters units.

Since our information on the location of the headquarters of the branch
units and area, regional, or divisional headquarters is not discussed elsewhere
in the report, it may appropriately be introduced at this point, since it is of
considerable interest. Only about 16 per cent of the headquarters were located
either in the same city or in other parts of the Bay Area, while about 13 per
cent were located in other parts of California. A sizable majority, then, were
located in other parts of the country or, in a very few cases, abroad (data not
shown). Roughly half of these more distant headquarters were located in the
Middle Atlantic states, while more than a fourth were in the East North Central
states. Considerably smaller proportions were in the South Atlantic or in the
New England states, while very few were located in other parts of the country.

Returning to our data on personnel departments, the majority were quite
small, with fewer than five employees, while about four-fifths of all the depart-
ments had less than ten employees (Table 6-13). On the other hand, about 10 per
cent were quite sizable, with 30 or more employees, and these larger departments
tended to be found in the major industry groups which included some very large
establishments. Desirable as it would be to undertake a closer analysis of the
relationship of the number of employees in the personnel department to the size
of the establishment, clearcut results could not be obtained from such an
analysis, since our data on number of employees always refer to the number in
the La Area, whereas some of the personnel departments served a much wider area.

The relationship of the existence of a personnel department to some of
the personnel policies of our establishments is explored in other sections of
the report.
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Table 6 - 15

Type of Organization, by MaJor Industry Group --

Bay Area Employer Policy Survey, 1967

Total Area
Major industry Head. head-

group Single Branch quarters quarters,
Number Per cent unit unit unit etc.

All establishments 309 100.0 23.0 31.4 34.6 11.0

Mining and
construction 26 100.0 46.2 15.4 30.8 7.7

Manufacturing
Durable 57 100.0 12.3 57.9 26.3 3.5

Nondiurable 62 100.0 6.5 51.6 27.4 14.5

Transportation
and utilities 27 100.0 11.1 25*9 48.2 14.8

Trade
Wholesale 13 100.0 -- 7.7 69.2* 23.1*
Retail 33 100.0 21.2 9.1 60.6 9.1

Finance, insur-
ance, and real
estate 25 100.0 41.0 16.o 72.0 8.o

Services 36 100.0 58.3 13.9 13.9 13.9

Government 30 100.0 53.3 26.7 6.7 13.3
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VII. Recruitment Practices

Interretin the data. Various pitfalls await the unwary in any attempt
to answer the seemingly simple questions: How do workers find jobs? How do
employers obtain workers? How does the effectiveness of one type of recruit-
ment compare with another's?

Some of these difficulties can arise from the varying perspectives under-
lying the answers given by different persons to an identical question such as,
how was this job obtained. The worker if asked might answer "through my f*'eud,"
because it was the latter who advised him to visit his local office of the
Department of Employment. The local office interviewer who referred the worker
to his job could justifiably claim the public service had been the recruitment
channel used. The copanyts personnel officer informed him the worker was hired
and had reported to work. And the company's department head who actually selec-
ted the worker snd who was never advised of the original referral might answer
that his new employee was a "gate hire," screened and sent to him by his own
personnel office. Our data were gathered from but one source, the employer.
Hence we can present our information without fear, at least, of revealing the
potential for such Internal contradictions as these. But, because of the
differences in perspectives just mentioned, It would be perilous to asstw that
percentage relationships developed under the particular conditions of this
survey can be used without possibility of grave error to estimate the penetra-
tion, by some specific means of recruitment, of a given indusrty or size class
of establishments.

The varying connotations a single word can have when used in different
contexts must also be born in mind when our data are interpreted. In order to
determine the relative use by the survey employers of public and private employ-
ment agencies without resort to written records which, for the most part, they
did not possess, we asked if they used these agencies "frequently," "infre-
quently," or "never."

Immediately, the word "use" had to be defined, and it was defined as the
listing of job openings. Respondents were comletely conversant with coany
policy and practice as to this matter. And we believed sound and complete
information on this aspect of company policy to be more valuable than the frag-
mentary responses possible (responses, incidentally, that would have been
greatly influenced by many variables unrelated to employer policy) had we
,Ze`.ned "use" as the actual referral and placement experience that followed

upon a listing of job opportunities. Our definition of "use," however, leads
to a considerable bias favoring the California Department of Employment's
prominence has a hiring chainel if that word is construed to relate to place-
ment activity rather than to Job listing. According to the comnts of many
respondents, the policy of listing jobs "frequently" (or even always) did not
necessarily signify that workers were frequently referred following a listing
of the jobs or, if they were, that the referred workers were frequently hired.

Similarly, problems existed in the use of the words "require" and
"exclusively" in connection with union hiring. Some bias favoring the pro-
minence of unions as hiring chanels may arise if our usages are misunderstood.
Where a collective bargaining agreement required the employer to list all job
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vacanies with the concerned union, an employer policy of hiring througwh the
union was recorded even though very few hites way have eventuated from the job
listing.

"Frequently" no less than the words, "use" and "'require," presented
problems. In this instance, again, we could be precise. However, our defini-
tion of "frequently" introduces yet another caution as to using the relation-
ships we have developed to estimate the relative Vol of workers hired by
means of any of the recruitment channels we described. "Frequently," as we
used this word implied the frequency with which a given hiring channel was
utilized when a job vacancy occurred, not the frequency with which these
vacancies did occur. Hence, a number of responses that a particular hiring
channel was "frequently" used to fill jobs in professional classifications or
in a stable establishment with low turnover rates migrht signify far less in
terms of the number of workers actually hired through that chanel than a
single response of "infrequently" referring to the one-time, mass recruitment
of lesser skilled workers for one defense contractor's sharp and sudden employ-
ment expansion.

The interpretation should be avoided, also, that the frequent use of one
hiring channel necessarily implied the infrequent use or nonuse of another. As
an example (detail not shown), 64 per cent of all respondents reporting the fre-
quent use of private employment agencies Indicated that they used the California
Department of Employment freauentlv as well. And, conversely, 34 per cent of
those employers replying that they never used the California Department of
Employment reported nonuse, also, of private employment agencies.

And as a last caution concerning the terms and categories in which our
data are presented, it should be mentioned that the term "infrequent use" can
have both positive and negative implications. On this account, a strangely
assorted assemblage of reasons falls together to explain "infrequent use." As
an example, private employment agencies can be infrequently used by one employer
for the strongly negative reason that he objects to payment of a fee by the
applicant. However, another employer who customarily uses a quite different
recruitment channel may explain his infrequent recourse to private agencies when
the former channel fails him with the equally strong positive reason that their
screening is good and that they "send people with the appropriate qualifications."

Use of the California De_ar&ment of lo nt. A question directed to
the 309 survey establishments concerning the extent to which they used the
California Department of Employment elicited the reply that 171, or nearly 56
per cent used this service frequently; 106, or 34 per cent, used it infrequently;
and 32, or 10 per cent, never used the Department.

Reasons for frequent use of the service (Table 7-1) ranged widely but can
be grouped roughly into a few major types. Relatively most important were those
reasons related to favorable experience with the Department's performance. Such
reasons as "good source in general" or good source of "white-collar," "blue-
collar," or "unskilled workers," or "knows needs of e*ployer" accounted for 54
per cent of all reasons given for frequent use of the public service.

Of next greatest relative weight was a block of reasons that reflected
company policies or attitudes that may or may not be related to past favorable



Table 7 - 1

Reasons Given by Survey Establishments for Frequent Use of the
California Denpartent of Enployment --

Bay Area ltployer Policy Survey, 1967

All
Reasons for frequent use responses

All responsesa
Number 213

Per cent 100.0

Good source in general; good or satisfactory results 22.0
Uses to obtain greater ormaximum coverage 12.2
Good source of white-collar employees, including clerical and
sales 8.9

Good source of blue-collar workers 6.6
Good source of unskilled workers 6.6
Objects to payment of fee (to private agency) by the applicant 4.2
Good source of applicants; sends people with appropriate
qualifications 3.8

Policy of the employer always to list 3.8
Uses a tax-supported public service 3.8
Uses when civil service lists are not adequate 3.3
Has applicants available 2.8
Good source of specialized personnel, including professional
and technical 2.3

Objects to payment of fee (to private agency) by the employer 2.3
Uses when union cannot supply applicants 1.9
Knows need of employer; sends people who meet needs 1.4
Uses as a source for hiring from minority groups 1.
Other reasons 12.7

aThe total excludes employers that used the California Department of
&nployment infrequently or did not use the California Depatment of Employ-
ment, and employers that did not provide information. The number of
responses exceeds the number of employers reporting as some employers
supplied more than one reason.
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experience with the public service. Such reamons included the effort to
"obtain greater or maxium coverage" -- a reason often associated with the eqtl
or more frequent use of another hiring channel, or, in fact, with the use of
several channels. Other reasons for frequent use that reflected a policy deci-
sion or an attitude and not necessarily pamt favorable referral experience
included "objections to fee payment" by either applicant or employer- a desire
to use "a tax-supported public serrice'; or a means of "hiring from among
minority groups." And such "Policy reasons," when accumulated, accounted for
more than a quarter of all reasons given for frequent use of the Department.
Least prominent among reasons for frequent use were those indicating the Inade-
quacy of some other alternative (and possibly preferred or required) mean of
findLng workers, such as through civil service procedures or union hiring.
These types of reasons, taken together, made up about 5 per cent of the total.

Reasons for infrequent use or nonve of the California Department of
Employment (Table 7-2) can likewise be accumulated into a few general categories.
Those reasons implying that another source of recruitment was preferred or
required (thus diminishing the frequency with which the public service was
utilized or preventing its use altogether) reflected in responses the largest
proportion of reasons for infrequent use or for nonuse. These reasons, In
effect, constituted a roster of the Department's cometitors. Listed in order
of the relative frequency with which they were mentioned by respondents, they
were: direct hiring, unions, advertising, private agencies, and civil service
lists. The reason, "no need," is included in this category as it has been
construed to mean that some other channel is proving an effective competitor.

Reasons explicitly mentioning dissatisfaction with the performance of
the Department accounted for more than a third of all reasons given for Infre-
quent or nonme of the agency. These reasons included such conts as "'not a
good source in general," "inadequate screening of applicat," and "not a good
source of qualified, high calibre people."

Such positive reasons as "good source of white-collar workers," or "good
results in general" were also put forward to explain , but infrequent, use.
Together, these accounted for only about 5 per cent of the total. In addition,
reasons for infrequent use that could be characterized as "policy reasons" were
also advanced. This group included reasons such as a desire to "obtain maxi-
mum coverage" or to "particlpate in minority hiring." Together, these comprised
less than 5 per cent of all responses.

The relative proportions in which respondents reported the extent of
their use of the California Department of Employment showed the heaviest concen-
trations of frequent users of this service in durable goods manufacturing;
finance, Insurance, and real estate; government; and services (Table 7-3). The
smallest proportions of frequent users were in the major industry groups: trans-
portation and utilities; wholesale trade; construction; and retail trade.

The largest proportions of survey establishments reporting nonuse of the
public agency reflected practices in the major industry groups: construction;
the transportation comlex of industries; wholesale trade. services . and gmra-
ment.

Some at least of these industry differences arise from the extent to
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Table 7 - 2

Reasons Given by Survey Establishnts for Infrequent Use
or Nonuse of California Department of mployment --

Bay Area Employer Policy Survey, 1967

All
Reasons for infrequent use or nonuse responses

All responsesa
Numiber 154

Per cent 100.0

Is not a good source in general; poor or unslatis-
factory results 16.6

Uses direct hiring 13.6
Inadequate screening of applicants; sends people
without appropriate qualification 13.0

Uses union to obtain recruits 11.0
No need 8.4
Not a good source of well qualified or high

calibre people 5.8
Good source of white colla? including clerical

and sales 3.2
Uses advertising to obtain recruits 3.2
Uses private agencies to obtain recruits 2.6
Good results in general; good or satisfactory results 1.9
Ubes Civil Service lists 1.9
Uses to obtain greater or maximu coverage 1.9
Uses to participate in minority hiring 1.9
Other reasons 15.0

a
The total excludes employers that used the California Department of
Employment frequently and employers that did not provide information.
The number of responses exceeds the number of employers reporting as
some employers supplied more than one reason.
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Table 7 - 3

Extent of Use of the California Department of Enployment
by Survey Establishmnts by Major Industry Group --

Bay Area Employer Policy Survey, 1967

Total Extent of use

Major industry group
Number Per cent Frequent Infrequent Nonuse

All establishments 309 100.0 55.3 34.3 10.4

Mining and construction 26 100.0 50.0 19.2 30.8

Durable goods 57 100.0 63.2 33.3 3.5

Nondurable goods 62 100.0 54.8 38.7 6.5

Transportation
and utilities 27 100.0 40.7 40.7 18.6

Wholesale trade 13 100.0 46.1 38.5 15.4

Retail trade 33 100.0 51.5 42.4 6.1

Finance, insurance,
and real estate 25 100.0 60.0 32.0 8.o

Services 36 100.0 58.3 30.6 11.1

Government 30 100.0 60.0 30.0 10.0

Percentages based on fewer than 15 cases.
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which other channels are more customarily used in certain industries, channels
such as unions or own employtient offices. However, as mentioned earlier,
"frequeat" use Is not necessarily a measure of the volume of workers affected.
The construction employer fot eaatplei who frequently listed his clerical job
vacancies with the public getvi4e, and many did, was a frequent user of the
Department of Employment within the tems of our definition. He was regarded
as such even though the restrictioks imposed by his collective bargaining agree-
ment would have prevented "frequent" use in killing the great majority of his
job openings.

The range of the relative incidence of frequent users of the Department
by major industry groups -- from 63 per cent of all survey establishments in
durable goods manufacturing to 41 per cent in transportation -- was not gt'eat.
In fact, the various recruitmt practices associated with different industry
groups appear little able to discriminate consistently among the survey esta-
blishments' degrees of usage of the public service on the basis of their
industry attachment. The possibility is strong that some other variable i..
might prove more closely associated with the frequent use or lack of use of
the public service.

When degree of use of the California Department of Employment is related
to the number of employees in the survey establishments, the influence of esta-
blishment size upon recruit mt practices is shown to be much more important
than is that of the establishment's major industry group. The relative propor-
tions of respondents reporting that their establishments frequently used the
Department ranged from more than 70 per cent in the larger size classes of
establishments to a low of 45 per cent for establishments with fewer than 250
workers. The latter group, also, accounted for the highest proportion of
nonusers registered by any size group, while the larger establishments included
only an insignificant proportion of nonusers. It would thus appear that size
of establishment is a determining factor of use within our categories as we
have defined them and withln the broad sixe intervals into which the survey
establishments have been consolidated. However, there remains much in the
substance of the resons glven for the extent of use of the public service to
raise the possibility that yet other variables might have been of major impor-
tance in influencing the survey employers to use the public agency frequently,
infrequently, or not at all.

By no means all of the reasons given by the respondents for their degree
of use of the Department of Employment concerned matters relating to industry
practices such as hiring through unions or civil service lists nor did all of
their reasons concern matters that could be related to an establishment's size
such as the desire to "obtain greater or maximum coverage," or the policy of
listing all jobs. Many of the reasons given, both positively and negatively,
were connected with the respondent's evaluation of the services he was receiving.

It is possible to relate the respondents' replies concerning the extent
of their use of the Department of Employment with the specific local employment
offices (or complexes of local offices in the larger cities) that serve them.
If this is done, the range of relative proportions of establishments uslng the
public service extends from 83 per cent of all employers located in what we
shall call "Area 1" in order to preserve the confidentiality of our data to
37 per cent of the total situated in what we have called Area 10 (Table 7-5).
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T1able 7 _

Extent of >e of the California Departmz1t of bh3.oyent
by seytabliuhments by Nuber of DIlyes --

Bay Area ployer Policy &rvey, 196'

Total Extent of use

Employmnt siz
lAzi,er Per cent Frequent Infrequent Nonbe

All entablisht 309 100.0 55,3 34.3 1o.4

Kier 250 130 100.0 45.4 37.7 16.9

250 and u r 300 73 100.0 53.4 38.4 8.2

500 and under 1,000 50 100.0 64.0 32.0 4I&o

1,000 and under 2,000 28 1o0.0 75.0 21.i4 3.6

2,000 or more 26 100.0 71.4 25*0 3.6
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Table 7 - 5

Extent of Use of the California Department of looypent
by Survey Establishnents by Local Office

Area Serving.Establishment --

Bay Area 3 0loyer Policy Survey, 1967

Total Extent of use
California Department _-

of !loymnt
local office area Ibr Per cent Frequent Infrequent Nonuse

All establieh.ntsa 309 100.0 55.3 34.3 10.4

Areas: 1 100.0 83.3 16.7 0.0

2 100.0 80.0 10.0 10.0

3 100.0 76.9 23.1 0.0

4 100.0 61.9 33.3 4.8

5 100.00 61vi 33.3 5.6

6 100.0 57.4 32.3 10.3

7 100.0 57.1 28.6 14*3

8 100.0 50.0 33.3 16.7

9 100.0 49.2 37*5 13.3

10 1000 37.0 51*9 1.11

aln those cities served by mre tha one locl office because eiployuent
services are offered on the basis of occupation, idustry or type of worker,
data unavoidably relate to the total cozplex of offices in the given city.
For purPoses of the above table, establishment addresses were coded in
accordane with the order-holdin6 local office providing services to the
establisent.,
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CLARKKERR,DirectorEDGARL.WARREN,DirectorAii wati also true respecting the public service,, r"sow for frequent use

of the private agencies (Table 7-6) ranged widely but, &gala, can be grouped
into a few major types, Reasons relating explicitly to satisfaction with the
performance of the service, it will, be recalled,, accounted for sawthing over
om-balf of all the r"sons given for frequent use of the Departmut of Roploy-
me t, For the private agencies,, this same categorv of reasons (including such
reepmses as "good source of whlte.-collar"; "good iscre*rAng of applicants";
tigood source In generol"; "knows needs of establishwant" "good twoures of well
qualified people") accounted for 80 per cent of all r"sou given by the
respondents,,

Reasons reflecting Seneral poUcies or &ttitudes mwh as obtaining
winax coverage," "policy always to list,"' or objections to fee-charging by
the applicant or employer had accounted for more than a quarter of all reasons
reported for frequent use of the pubilc services With -respect to the private
a policy.-type reasons accounted for less than 10 per cent of the total.
And a smaller proportion of ressotm, also, pointed to frequent use of the
private agenciets because an alterimate recruitumt -n-n-al isuch as unionii or
civil service lists had proved Inadequate.,

Reasonsi given by the respondents for the Infrequent use or nonuse of
private agencies o fell Into a different pattern from tho replies concerning
the iiame degrees of use of the California Department of loymmt by the survey
establisbmnts.

For the public service, reasorm reflecting an unfavorable view of the
services given accounted for 36 per cent of all rwwons. For the private
agencies this species of reasons accomted for less than 8 per cent. Reliance
primarily or exclusively on altemate recruitment channels c rised 40 per
cent of all reasons advanced for the requent two or nomme of the Department
of loyment. The c arable, percentage for the private agoncies was 9 lar
at 43 per cent.

Reasons related to general polici" (and these actod positively In
promoting the Infrequent use of the Department of loymnO were reflected
in less than 5 per cent of the total relating; to thot ageneye On the other
b , such reasom -- alwat exclusively n*gative -- cowtitutod 26 P*r cent
of aU reasons advamed as to the infrequent, use or mause of private agmeies
with a fair share of them representing a dislike of fee-ch 4n&

Finally, about 5 per cent of the rwwom for making some, but infre-
quent, use of the De rtumt of Roployowt derived, from satisfaction with past
performance* The considerably larger proportlon of 15 per mat w" the corr-
parable figure for the private agencies.

When the industrial distribution of the survey establishments is cons:L-
dered In relation to the latter's relative use of private employment agencies,
a wide range of variation by majo-r Industry group is noted (T*ble 7-8),

Headins the list, as reflected by the survey establi as to ftnance,,
Insurance, and real estate,, In whIch 92 per cent of all resp%W to reported
using private agencies f'requently, 8 per cent UmW them infrequently, and none
reported they were never usede Construction loyers followed rkwit with
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Table 7 - 6

Reasons Given by Survey Establish nts for Frequent Ube of
Private blloyment Agencies --

Day Area Dloyer Policy &irvey, 1967

All
Reasons for frequent use responses

responsesa
kInber 192

per cent 100.0

Good source of white collar eMloyees, includi
clerical sales 23.5

Good screening of applicants; send pople with appro-
priate qualifications 20.8

Good source in general; good or satisfactory results 13*5
Good source of speclid personnel, inelu4ng
professional ttechica 9

Uses to obtain greater or Xiwm coverage 7.8
Knon neds of establisent; send people who met needs 4.7
Convenient 2.6
Good source of w qu lified or high calibre people 2.6
lHave plicants availa e 2.6
Uses when unon cannot supply applicants 2.1
Other reasons 10.

'The total excludes emloyers that used private emloyment agencies
infrequntly or did not use such agencies. The mnuer of responses
exceeds the uiber of emloyers reportio as saw eployers supplied
more than one reason,
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Table 7 - 7

Reasons Given by Survey Establishment for Infrequent Use
or Nonuse of Private Emloyment Agencies --

Bay Area 3loyer Policy 8urvey, 1967

All
Reasons for infrequent use or nonuse responses

All responsesa
Number 202

Per cent 100.0

Uses direct hiring 12.8
Objects to payment of fee by applicant 9.8
No need 9.14
Uses union to obtain recruits 9.4
Good source of white collar employees, including

clerical and sales 714
Objects to payment of fee by establishment 6.9
Prevented by statute or by administrative regulation 5.9
Uses advertising to obtain recruits 4.5
Good source of specialized personnel including

professional and technical 4.0
Uses Department of ployment to obtain recruits 3.5
Are not a good source in general; poor or unsatis-

factory results 2.5
Uses referrals of own emloyees 2.5
Uses school place nt agencies 2*5
Uses to obtain greater or maximum coverage 2.5
Good screening; send people with apprriate qua-

lifications 2*0
Inadequate screening of applicants; send people without
appropriate qualifications 2.0

Good results in general. goodr satisfactory results 1*5
Are not a good source oi specialized personnel,

including professional and technical 1.5
Are not a good source of white collar, including

clerical and sales 1.5
Not the policy of the establishment to list 1.5
Other reasons 6.4

aThe total excludes employers that used private employment agencies
frequently. The number of responses exceeds the nunber or employers
reporting as some employers supplied more thn one reason.
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Table 7 - 8

Extent of Use of Private RMloy unt Agencies
by Survey Etablisbmnts by Major Industry Group --

Bay Area lployer Policy Survey, 1967

Total Extent of use

Major industry group
Nwiber Per cent Frequent Infrequent Nonuse

All establishments 309 100.0 48.9 35.3 15*8

Mining and construction 26 100.0 65.4 23.1 11.5

Durable goods 57 100.0 52.6 33.3 14.1

Nondurable goods 62 100.0 41.9 51.6 6.5

Transportation and
utilities 27 100.0 40.8 29.6 29.6

Wholesale trade 13 100.0 53.8 46.2

Retail trade 33 100.0 33.3 60.6 6.1

Finance, insurance,
and rel estate 25 100.0 92.0 8.0

Services 36 100.0 58.3 30.6 11.1

Governnt 30 100.0 16.6 16.6 66.8

*Percentages based on fevr than 15 cases.
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65 per cent reporting frequent use and 11 per cent that they were never used.
It should, of course, be pointed out that in the first major industry group
in which white-collar workers form virtually the entire work force of the
industry, this high degree of frequent use Is considerably more significant In
terms of the numbers of workers involved than it is for construction, in which
a relatively much less important segment of the industries' total emplont
is concerned. Eployers from services, wholesale trade, nd durable goods
manufacturing all reported heavier frequent use of private agencies than the
general average of relative use by all respondents. Reporting the lowest fr&-
quent use of their services were, of course, goverment establisbhmnts as these
are gertally barred by law from using private agencies. The fairly signifi-
cant 17 per cent of these respondents roplying that they frequently used private
agencies reflected those from schools and special districts. Also reporting
frequent use of private agencies In lses than the average proportion were
employers frm retail trade, the tranportation group of industries, and non-
durable goods maufacturers.

The proportion of all survey establishments in which private agencies
were never used as a recruitment chanel was reported at 16 per cent. The
highest proportion of nonusers recorded was, as would be expected, In govern-
ment, followed by respondets repr"enting the transportation group, No res-
pondents from either the finance complex of Industries or from wholesale trade
reported that their estalishments were user of private agencies. Nonusers
also coprised relatively sa proportions of th respondents from retail
trade, nondurable goods mufacturing, and services.

The strong although not entirely consistent relationship between a high
degree of use of private agencies an mall establisht size as shown by our
data (Table 7-9) is not obscured by the fact that representatives of government
(and of other activities where recruitment patterns related to Industry pre-
dominate) are scattered through all size classes.

Frequent use of private agencies that is well above the general average
for all survey establishments was reported by respondents from establislints
with fever than 500 workers. Establishomts having more than S00 ployees
showed a relatively smller proportion of frequent users and in those with more
than 2,000 workers this proportion diiilhed sharply., Even stablishmnts of
the largest size, howevr, included 43 per cent where private agencies were
used infrequently despite the existence, often, of highly effective personnl
departments and, sometimes, of large employment offices.

The relationship between employment slze d nonuse of private employ-
ment agencies was reflected in the fact that establishments under 500 workers
showed below average proportions of nousers. Establishments ovr this size,
although not consistently, tended to be characterled by greter than average
proportions of onusers.

Unions as _rut.ent channel * As Indicated in the previous section,
of the 309 establishments Included in our survey, 236 had collective bargaining
agreemnts with one or more unions; 11 had uion representation but no agree-
ments, and In 62 there were aither contracts nor representatlon.

Those 247 respondents having some potent$al of usin uons as a recruit-
ment channel were askd, "Do aiy of your anon contracts rquire you to hire
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Table 7 s 9

Extent of Use of Private Fqloyment Agencies
by Survey Ewtablisabts by loyment Size --

Bay Area ].oyer Policy 8u,vey, 1967

Total IbEtent of use

ployment si:ze
Nwuber Per cent Frequent OInfrequent Nonuse

All establishments 309 100.0 48.9 35.3 15.8

Less than 250 130 100.0 57.8 29.2 13.8

250 to 499 73 100.0 53#4 38.4 8.2

500 to 999 50 100.0 36.0 44.0 20.0

1,000 to 1,999 28 1o0.0 50.0 32.1 17.9

2,000 or over 28 100.0 21.4 42.9 35.7
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through the union?' As mentioned previously, the word "require" was taken in
this context to include the requirement that all job openings be llsted Irres-
pective of later referral or placement experience. Consequently, the propor-
tion of respondents who indicated that they were required to hire exclusively
through unions Included employers who often were referring to no more than the
requirement that the union be advised of all job openings within its jurisdic-
tion. In fact, even In those situations where the employers were "required"
to hire throught mions they were free to go outside the union when the latter
could not supply workers. In the labor market situation In which our inter-
views were conducted, this situation wa encountered frequently.(Table 7-10).

A significant proportion of ployers, however, frequently turned to the
appropriate union as the major recrultmet channel or as a supplementary channel
for worters in the occupation they were seeking. Where this wa the practice,
but there was no provision in the bargaining agreement specifylng such job
listing, the category "hire* frequently" applies in Table 7-10 following. In
addition, employers having union shop provisions in their contracts may in se
cases be included In this category.

The category "hires rarely or never" applies to those employers whose
collective barg aing agremnt ipose no restrictions as to hires, and who,
in addition, rarely use the union as a source of job referrals.

Because of the hiring hall arr-anemts to be found in that industry,
the higher proportion of sur employers in construction than in any other
industry reported that they were required to hire exclusively through the union.
Trailing at a considerable distance were other indwtries in which a isubstan-
tial proportion of respondents reported that they hired exclusively through
unions. Most such responses reflected collective bargaining agreements with
the Teamsters, whose contracts frequently require all jobs to be listed with
the union. It will be recalled (Section VI) that the Teamsters were repre-
sented In more establibsnts than any other uion.

Frequent hirig through the uion wa reported to a lesser extent by
the respondents who were not required by agreemeht to hire exclusively through
this channel than by those employers in situations In which contract provisions
were sore stringt. The most substantial proportlons of respondents reporting
frequent hiring within the meaning of this category were to be found in the
services and retail trade major industry groups.

Large proportions of respondents in all Industry groups, howr, reported
they rarely or never ud uions as a hiring chanel. The proportion of res-
pondents not using unions In comection with their recruitment efforts w", of
course, greatest in go"rimant, in which no respondents followed this practice.
The proportion not using unions for recruitment was next highest in durable
goods manufacturing followed by nondurable goods manufacturers and the trans-
portation ndustries.

Those respondets mentioning that they hired in greater or lesser extent
through unions were next asked If they had any cinents concerning their
experience in this regard.

Roughly 40 per cent of all cments made were favorable; for example, the
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unions are "cooperative, and provide workers promptly"; they "provide qualified
workers"; the employer has the "prerogative to reject unqualified referrals";
or, there are "no problems." Half of the coments were unfavorable, as examples:
the unions "cannot supply the calibre of workers required"; they cannot provide
workers "in sufficient quantity" or they do not "screen referrals."

When these comments are considered in relation to the major industry
group of the respondents (Table 7-11), it is noted that the largest proportion
of those in construction commented that they had the "prerogative of rejecting
unqualified referrals." In the relative proportion of those making the comment,
these construction employers were followed by others who foud the unions
"cooperative and able to provide workers promptly," and next by a group that
registered the complaint that "unions do not screen their referrals."

The largest single group of durable goods manufacturers stated that
unions "cannot supply the calibre of workers required," followed by equal
numbers, relatively, who said "workers were not supplied at the required level
of skill" or who mentioned that the "union is cooperative and is providing
workers promptly." Nondurable goods manufacturers made the latter comment with
the same relative frequency as the durable goods manufacturers. But they
followed this statement with their second most frequently expressed comment to
the effect that "unions cannot s1upply the calibre of worker required." Coents
from retail trade employers emphasized the latter remark and also the complaint
that the "unions do not screen their referrals." However, the same proportion
of respondents subscribing to either of these sentiments commented that the
"unions provide qualified workers." The largest proportion of employers in the
services major industry group believed that "unions cannot supply the calibre
of workers required" but nearly as many pointed out that the employer "can
reject unqualifled referrals."

Too few responses on the matter from very large establishments are
included in our data to attempt relating, in any detail, the comments made as
to experiences in hiring through unions with size class of establishments
(Table 7-12). However, in establishments with fewer than 250 employees, equal
proportions of respondents stated that the "unions are cooperative and provide
workers promtly" and that "unions cannot supply the calibre of workers
required."

In survey establishments having from 250 to 499 workers, the largest
proportion of respondents believed the "unions unable to supply the calibre
of workers required."1 This group, however, was followed next in order of
relative incidence by respondents comnting that the "unions were cooperative
and provided workers promptly." Respondents representing establishments with
500 and more employees replied with greatest relative frequency that "unions
cannot supply workers in sufficient quantity." In next largest proportion was
the familiar complaint that "unions cannot supply the calibre of worker required."

_os- iortant.recruitment ch . Ques-
tioning of the respondents concerning their use of the three recruitment channels
discussed above was followed by inquiries that extended our exploration of
hiring practices to the use of other channels Os well,

The interview schedule, itself, contained only a relatively simple
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question asking which hiring channel the employer used msfrentl for each
of the major occupational groups. The supplementary statistical tables in
Part II of this schedule, however, contained two tables on "Recruitment Data."
(See Appendix B.) These tables permitted gathering additional information
about hiring channels and also data relating to recruitaent areas. In many
instances the supplementary tables were completed by the respondent after the
interview, giving him an opportunity to consult records or other persons in
the establishment more conversant than he with the subject. In other instances
these tables were completed during the interview, or sufficient additional
information was recorded on the schedule that tables could be constructed i-
diately thereafter.

A total of 304 tables describing recruitment channels and of 156 giving
recruitment areas was completed. The following descriptions and tabular pre-
sentations are derived from these sources. Because Tables 7-13 through 7-20
below, describing the first, second, third, and fourth most important recruit-
ment channels used by the survey establishments present our data in considerable
detail, we will summarize the information they contain very briefly. Where
industry detail is given below as to "first most important recruitment channel,"
it is derived from cross-tabulations that were not included in the report,
because most of the detail shown, beyond that referred to in the text below,
rested on too few cases for the computation of percentages. For the same
reason, no detail whatever is given as to recruitment areas.

The largest proportion of respondents (21 per cent) considered private
employment agencies the most important recruitment channel for pBroesional
and technical workers. This selection was followed by direct hiring and by
school or college placement services. Relatively the largest number of respon-
dents favored newspaper advertising as the second and third most important
channels, and school or college placement services as the fourth (Table 7-13).

According to the relative weight of the respondents' opinion in the
appropriate industries, the first most important recruitment channels, by major
Industry group, for grofessinal,and tworkers are as follows:

Construction..... ... ...............*Direct hiring
Durable goods manufacturers...... .Private employment agencies
Nondurable goods manufacturers... School and college placement agencies
Transportation industries..... . .,Equally - private employment agencies

and from within
Retail trade.......... ..........Equally - direct hiring and private

employment agencies
Finance industriess,...... ...... .. .Private employment agencies
Services....*.... . . . . .. . . .Direct hiring
Government. . .. .. . . . . . . .Civil service

Relatively the most respondents (72 per cent) saw promotion from within as
the most important recruitment channel or, in this context, as the primary source
of maagrial workers. They were followed by very much smaller proportions of
employers who thought direct hiring or private employment agencies the most
important channel for workers In this occupational group. So likely were the
respondents to mention newspaper advertising among their choices, that this
hiring channel was recorded as second and third most Important hiring channel



VII-10-a

Table 7 - 13

First, Second, Third, and Foxurth Most Important Recruitment
Channels Used by Survey Bestablishuents
for Professional and Tecinical Wlorkers -

Bay Area Employer Policy Survey, 1967

Mlost important recruitment channel First Second Third Fourth

All establishmentsa
Number 251 149 115 50

Per cent 100.0 100.0 100.0 100.0

Direct hiring 15.5 163i 1.2.2 10.0
Private employnent agencies 20.7 8.0 16.5 6.o
California Department of Employment 4.0 7.0 10.0
School or college placement services 14.3 13.1 12.2 22.0
Unions 1.6
Recommendations of oun employees 4.8 9.4 7.0 20.0
Neiwspaper advertising 12.3 24*2 20.0 8.0
Trade or professioaial journals 4.4 5.4 13.9 16.0
From within 10.0 10.1 6.o
Professional or management associations 2.8 2.7
Referrals from clients, suppliers, and
associates 1.2 2.7

Transfers 1.2
Headquarters or divisional employment
office 3.2
Civil service lists 4.0
Other 4.0 4.o 5.2 8.o

aAll establishments exclude 44 that do not employ professional workers and
14 not providing information. The total diminishes successively as the
nmber reporting second and subsequent channels decreases.
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for managerial workers. As the fourth most important channel, newspaper adver-
tising received equal mention with private employment agencies (Table 7-14).

First most important hiring channel for magerial workers by major
industry group was as follows:

All major industry groups.........From within

The largest percentage of responses (40 per cent) named private employ-
ment agencies the first most important means of hiring clerical workers. These
were followed by smaller percentages mentioning direct hiring or the California
Department of Employment as the most important source. The status of second,
third, and fourth most important hiring channel for clerical workers was
conferred on the public employment service (Table 7-15), although obviously
different establishments were involved in mentioning this source in each of
the responses.

The first most important hiring channels for clrig rkers by major
industry group were as follows:

All major industry groups.........Private employment agencies
except government

Government.....9. .. *.* ...... *aCivil service

Direct hiring was named first choice as the most important channel for
sales wor s (24 per cent) followed by promotion from within and private
employment agencies. Direct hiring was also considered the second most impor-
tant channel by the largest proportion of respondents. Private employment
agencies and newspaper advertising tied for third most important channel and
an accumulation of small numbers of various choices accounted for fourth
place (Table 7-16).

The first most important hiring channels for sales workers by major
industry group were as follows:

Construction.......................Direct hiring
Durable goods manufacturing.......Direct hiring
Nondurable goods manufacturing... .Direct hiring
Transportation industrIes...... ...From within
Wholesale trade...................Recomnndations of own employees
Retail trade.................. ..*Direct hiring
Finance industries................Equally - from within and newspaper

advertising
Services...... ... ...*.* .* .. Direct hiring

Relatively the largest number of employers thought unions (43 per cent)
the chief hiring channel for skilled workers, followed by, but with consi-
derably less relative frequency, newspaper advertising or promotion from
within. Choice as second most important channel went to the California Depart-
ment of Employment; third most important, to direct hiring; and fourth, to
newspaper advertising (Table 7-17).

The first most important hiring channels for skilled workers by major
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Table 7 - 14

First, Second, Third., and Fourth Miost Draportant Recruitment
Channels Used by Surveyv Establishments

for Managerial Workers --

Bay Area Emnployer Policy Survey, 1967

iost Important recruitment channel First Second Third Fourth

All establishmentsa
Nuber 302 153 79 31

Per cent 100.0 100.0 100.0 100.0

Direct hiring 5.6 12.4 11.4 16.1
Private employment agencies 5.6 15.6 11.4 19.4
California Departiaent of kployment 2*0 7.6 12.9
School or college placement services 1.7 6*5 15.2
Recommendations of own emploYees 1.0 11.1
Nevspaper advertising 2.7 18.3 26.6 19.4
Trde or professional journals 2.0 4.6 13.9
Frm within 72.4 15.6 3.3 9.6
Professional or management associations 1.3 2.0 3.3
Referrals from clients, suppliers, and
associates 1.3 2.0

Personal contacts, unspecified 2.0
Transfers 2.0 2.0
Civil service lists 1.7
Other 2.7 5.9 6.3 22.6

a1ll establishments exclude 7 not providing
successively as the number reporting second

information. The total dixz4shea
and subsequent channels decreases.
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Table '( - 15

First, Second, Third, and Fourth lost DIportant Recruitment
Channels Used by Survey Establishments

for Clerical Workersc
Bay Area Employer Policy Survey, 1967

24ost important recruitment channel First Second Third Fourth

All establishmentsa
Number 304 217 135 63

Per cent 100.0 100.0 100.0 100.0

Direct hiring 15.8 10.1 19.3 12.7
Private amployment agencies 40.5 20.7 19.3 12.7
Californ-ia Department of Employment 15.5 31.8 20.( 27.0
School or college placement services 1.0 2.3 5.2 6.3
Unions 4.9 1.4 12.6
Reccmendations of oun employees 3.6 10.2 11.3 22.2
Newspaper advertising 11.8 15.7 3.1 9.5
From within 1.6 4,6 3.0 4.a
Headquarters or divisional
employment office 1.3
Civil service lists 3.3
Other .7 3-2 4

aAll establishments exclude 5 not prooviding4
successively as the number reporting second

information. The total diminishes
and suosequent channels decreases.
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Table 7- 16

First, Second, Third, and Fourth I4ost frportant Recruitment
Channels Used by Survey Eistablishlents

for Sales VWorkers --
Bay Area lbployer Policy Survey, 1967

Most important recruitment chananl First Second Third Fourth

All establishmentsa
Number 166 79 48 23

Per cent 100.0 100.0 100.0 100.0

Direct hirinig 23.6 20*2 14.6
Private employment acencies 13.3 17.7 13.8
Cealifornia Departent of ]bployment 41.2 11.4 12*5
School or college placement services 2.4 12.5
Unions 6.6 7.6
Recoi e:.adations of otn employees 6.o 12.7 6.2 34.8
Newspaper advertising 10.3 13.9 13.0 21.7
Trade or professionlal journals 3.3 6.2
From within 21.7 531 6.2
Referrals from clients, suppliers, and
associates 4.3

"WJord of mouth'" 2.4
Transfers 1.2
Other 3.0 7.6 4.2 43-5

aAll establishments exclude 128 that do not employ sales workers and 15 not
providing information. The total diminishes successively as the number
reporting second and subsequent channe.ls decreases.
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Table 17

First, Second, Third, and Fourth Most Dmportant Recruitment
Cbannels Used by Survey Establishments

for Skilled Workers -

Bay Area Emnployer Policy Srvey, 1967

Most important recruitment charmel First Second Third Fourth

All establishmentsa
Number 247 117 64 26

Per cent 100.0 100.0 100.0 100.0

Direct hiring 10.9 21,4 25.0 15.4
Private employment agencies 3*6 7.7 15.4
California Deprxtment of 1Euployment 8.1 22.2 21.8
Unions 42.8 9.4 12*5
Recomendations of own employees 3.6 11.1 14.1 19.2
Newspaper advertising 11.7 17.1 14.1 26.9
From within 11.3 7.7 4*7
Recalls 2.0
Civil service lists 3.2
Other 2.8 3*4 7.8 23.1

aAll establishments exclude 59 that do not employ skilled workers and 3 not
providing information. The total diminishes successively as the number
reporting second and subsequent channels decreases.
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industry group were as follows:

All major industry groups
except durable goods manu-
facturing and government.... ... . .Unions

Durable goods manufacturing......6. Equally - unions and from within
Government. ....... . . .......... .... .Civil service

Unions were believed to be the first most important recruitment channel
(45 per cent) for semiskilled workers,by the largest proportion of our respon-
dents, followed by direct hiring and by promotion from within. Direct hiring
was selected as the second and third most important channels by proportionately
most of the respondents. Meanwhile, the California Department of Employment
was considered the fourth most important hiring channel for these workers
(Table 7-18).

The first most important hiring channels for semiskilled-workers by major
industry group were as follows:

All major industry groups
except government................Unions

Government. ............ ...,. .. .Newspaper advertising

Relatively most of the respondents believed unions the first most impor-
tant hiring channel (41 per cent) for unskilled workers followed by direct
hiring and the California Department of Employment for first place. Selection
as second and third most important channels went also to the Departme-t while.
the recommendations of own employees received the greatest weight in the choice
of fourth most important channel (Table 7-19), after discounting the "other"
category.

The first most imortant hiring channels for unskilled workers by major
industry group were as follows:

Construction. .9.99.09.990 *.* . Union
Durable goods manufacturing. ......Direct hiring
Nondurable goods manufacturing4... .Union
Transportation industries........Union
Wholesale trade............0 .009 Union
Retail trade ............ . Union
Services.............. .....California Department of Employment
Government.......* 99999999999999.Civil service

The largest proportion of respondents (33 per cent) thought direct hiring
the major recruitment channel for servie workers, followed by an almost equal
proportion believing unions first most important, and a considerably smaller
number, relatively, favoring the California Department of Employment. The top
spot, however, for second and third most important recruitment channels was won
by the California Department of Employment. If the miscellany of "other
channels" is excluded, the Department tied for fourth most important channel
with the recommendations of own employees (Table 7-20).

The first most important hiring channels for service workers by major
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Table 7 - 18

First, Second, Third, and Fourth Most Duportant Recruitment
Channels Used by Survey Establishments

for Semiskilled Workers -

Bay Area Employer Policy Sufvey, 1967T

Most important recruitment channel First Second Third Fourth

All establishmentsa
Number 239 109 66 28

Per cent 100.0 100.0 100.0 100.0

Direct hiring 14112 28.5 27.2
Private employment agencies 1.7 5.5 10.7
California Department of Emrployment 9.2 20.2 22.7 32.1
Unions 44.8 6.4 6.1
Recommendations of own employees 1.7 11.9 18.2 25.0
Newspaper advertising 7.1 11.9 10.6 14.3
From within 13.4 11.0 7.6
Recalls 5.4
Civil service lists 2.1
Other 0.14 4,6 7.6 17.9

aAll establishments exclude 66 that do not employ semiskilled workers and
4 not providing infonmation, The total diminishes successively as the
number reporting second and subsequent chanels decreases.
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Table 7- 19

First, Second, Third, and Fourth Most Important Recruitment
Channels Used by Survey Establishments

for Unskilled Workers --
Bay Area Employer Policy Survey, 1967

Most important recruitment channel First Second Third Fourth

All establishmentsa
Number 244 118 61 22

Per cent 100.0 100.0 100.0 100.0

Direct hiring 24.2 26.3 21.3 13.6
Private employment agencies 2*0 3.4
California Department of Enployment 17.6 28.9 26.3 13.6
Unions 4o.6 5.9 9.8
Recommendations of own employees 2*9 17.0 21.3 27.3
Newspaper advertising 4.9 11.0 8.2 13.6
Recalls 3.7 2.5
Minority interest groups 2.5
Civil service lists 2.9
Other 1.2 2.5 13.1 31.9

aAll establishments exclude 61 that do not employ unskilled workers and 4
not providing information. The total diminishes successively as the m=ber
reporting second and subsequent channels decreases.
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for which stadards are relatively rigid, was indicated as of considerly smaller
significance than changes in recruitment practices. Moreover, a number of these
types of responses would have required changes in collective bargaining agree-
ments.

After skilled workers, in order of the number of actions taken to resolve
recruitment difficulties, were workers for semikilled, managerial, unskilled,
service, and sales jobs. Despite the, perhaps, surprising succession of occupa-
tional groups idcated by this sequence, it is likely that their order of
listing has real significance as to the comparative difficulties, by occupation,
the survey establishments encountered in obtaining adequate numbers of workers.
The fact that difficulties attending recruitment of the relatively homogeneous
group of industrial-type workers followed their descending skill levels in
diminishing incidence is persuasive. However, a relatively small frequency of
actions taken to recruit workers in a given occupation can indicate something
quite otherwise than the lower skill level and, hence, greater availability of
workers in all of the specific occupations to be found in that major occupa-
tional group.

The smaller relative frequency of actions to recruit managerial workers
than might have been expected probably reflects no more than the almost total
reliance on promotion-from-within to obtain them that was expressed by most
of the respondents. The relatively small proportion of actions taken to recruit
service workers is the product of two situations. Employers who were recruiting
workers in service occupations for which little skill was required, like
employers of unskilled workers, reported relatively few actions. Employers of
workers in service occupations that are particularly difficult to fill such as
police officers, did, indeed, report actions to fill their job vacancies, but
employers of this type were relatively few.

An analogous situation existed as to sales occupations. Relatively few
employers in retail trade in which the great majority of sales workers are
employed reported actions to increase the nEwr of such workers available to
them. In retailing, job opportunities can frequently be filled by workers with
little work experience and even by part-time jobholders. Hence, many of these
employers were experiencing little difficulty as to the number of workers
available for sales jobs although they often expressed concern as to the quali-
fications of the applicants. But those employers, relatively few in number,
who were encountering difficulties in recruiting sales representatives with
highly specialixed training and work experience did report recruitment problems
and the steps undertaken to resolve these problems. Some of the respondents
who reported such actions were from retail trade, and they were looking for
workers who could handle special lines. But others were from wholesale trade
and even from manufacturing and the finance industries where jobs in sales
occupations can be as difficult to fill as those in professional and technical
occupations.

Critical recrutmnt difficulties. Next, we restricted our inquiry
concerning recruitment difficulties to problems of critical importance to the
continued operation of the survey establishment under opti conditions. We
asked, "Have you ever found recruitment so difficult you were unable to expand
production or services for lack of workers available to you?"
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Of the 196 survey employers who had originally reported difficulties in
obtaining the number of workers they needed, only 31 acknowledged problems of
this intensity and described their situations in some detail.

These employers represented a widely dispersed variety of industries,
and within these industries, concentrations in any particular activity were but
little marked. Only the following industries were represented by more than a
single respondent's description: fabricated metals and construction, where
contract deadlines or seasonal factors can provoke recruitment problems of
especial intensity; primary metals, nonelectrical machinery; long-line trucking;
medical services; and police work.

With this variety of activities involved it followed, of course, that
the recruitment problems alluded to had arisen from an inability to find ade-
quate numbers of workers in a wide spread of jobs. In all, 42 specific occu-
patios were reflected in the 31 situations where it was claimed that an expaa'
sion of production or services was prevented for lack of workers.

About a third of all worker shortages of this intensity reflected unfilled
needs for professional, technical, and managerial workers. Most numerously
represented among this group were engineers of various types, followed at some
distance by medical technicians.

Next in number of occupations mentioned were skilled worker classifica-
tions, accounting for about a fourth of all the occupations nmed In which a
shortage of available workers had hindered expansion. The metal trades, largely
machinists, constituted the majority of all skilled jobs mentioned. Next in
order of importance was the semiskilled group, in which the shortage jobs
mentioned were scattered throughout a variety of machine operator classifica-
tions. Service occupations accounted for a little more than 10 per cent of
the total jobs named, with pollce officers most significantly represented.
Single entries for clerical and unskilled workers reflected unusual situations,
in which the speed with which the needed workers could be obtained had been the
crucial factor rather than their availability.

The 31 respondents who described recruitment problems of serious enough
proportions to Impede their expansion of production were asked, "Can you Indi-
cate the steps taken to solve the recruitment difficulty of this intensity?"
(Table 7-23)

The number of actions described by the small group concerned was evi-
dence enough of the seriousness with which the survey establishments viewed
their difficulties. The second "action" most frequently named affords some
explanation -- ely, "delayed deliveries, rescheduled, turned away work."
However, most prominence wa given to a generally stepped-up training program,
followed by offers of increased wages in the shortage occupations, subcon-
tracting, various types of reorganization and mechanization to increase the
productivity of the existing staff, and yet other types of actions.

Two-thirds of the employers mentioning that the above steps were taken
to resolve or to mitigate a recruitment problem of especial intensity did not
include wage increases among the actions taken. These respondents were asked
if they would have preferred raising wages "instead of or In addition to the
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Table 7 - 23

Kinds of Actions Taken by Survey Establishment to Resolve
Recruiting Difficulties so Intense that Production or

Services Could Not Be Expanded --
By Area Employer Policy Survey, 1967

All
Kinds of action taken responses

All responsesa
Number 104

Per cent 100.0

Generally stepped-up training program 14.5
Delayed deliveries, rescheduled or turned away work 12.5
Increased wages in shortage occupations 11.5
Subcontracted work 10.6
Reorganized duties of Jobs and assigned simpler tasks 9.6
Reorganized work so se volume of output could be

achieved with fewer workers 9.6
Increased investment in laborsaving equipment 7.7
Gave priorities to preferred customers 6.7
Diverted orders to other nits of organization 3*8
Increased use of part-time workers substantially 2.0
Other steps 10.6

aThe total excludes employers that did not report difficulties so
intense as to limit expansions and emloyers that did not provide
information. The number of actions taken substantially exceeds the
number of employers reporting as several actions were usually taken
by the 31 emloyers encountering difficulties of this intensity.
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steps which were taken." Only a small fraction of these respondents answered
affirmaatively. In response to a further inquiry as to why they hcad not done
so, the majority reported they were prevented from doing so by civil service
regulations; while those remaining said they were prohibited from this action
by union contract or had avoided such action because wages would then have had
to be raised for all other workers.

Needs and sources of labor_market informatio for recruitment. After so
great an emphasis on recruitment practices and problems, it appeared quite logi-
cal to ask concerning the types of labor market information needed by the
respondents when "deciding to recruit workers" and in "planning (their) recruit-
ment efforts."

Five types of information were listed for the respondents' consideration,
categories by means of which are commonly classified that extensive body of
facts and figures, analyses, projections, general descriptive materials, as
well as "guesstimates" and hunches existing as of any one time to describe the
state of the labor market. That thee categories were less than perfectly
applied appears clear from the overlaps existing between responses given in
connection with the prelisted types of information and replies volunteered
subsequently, naming "other" tpes of information.

Of the 309 respondents queried concerning their need for labor market
information, 23 replied that they needed none of the types that were listed.
Even this small number of negative responses as to the need for information was
likely overstated. Some employers mentioned it was so long since they had
recruited workers in any number it would not be appropriate for them to answer.
Others reacted to what was possibly an overblown phrasing of the question to
remark they could not speak of "planing their recruitment efforts" as they
sought, at most, for one or two workers at a time.

Of the 286 survey employers, however, who did express a need for one or
more types of labor market information in connection with their recruitment,
the largest proportion mentioned the need for data on current wage rates
(Table 7-24). Of all responses given relating to a specific type of informa-
tion, about 40 per cent reflected this need.

Next in order of relative importance was the need for a type of compara-
tively detailed information, namely information concerning labor demand-supply
relationships in specific occupations. Requirements listed for information
concerning the labor market in areas other than the Bay Area and for a more
general type of Information as to trends in that area and in California were
responses that occurred with about the same relative frequency. The shifting
qualification standards operative for specific occupations in response either
to altering labor demand-supply relationships or to changing job demands
occupied last place in the list of Informational needs.

Relatively the largest need for wage rate information expressed by res-
pondents in any major industry group appeared in responses from the finance
group of industries. Many of these establishments in their wage administra-
tion placed heavy reliance on a continuing and comprehensive review of the
rates paid by competing establishments (and by other industries for the occu-
pational rates under review). Although this same practice is common in
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government, it was not so gteatly reflected by our respondents -- presumably
because the decisions arri*vd at, tithdugh often by the same process, had been
made Pt another level or by rotfher agendy. mploytei in trade, some of them
membe-Ls of employer grou placing much &mphasis on a study of comparative rates,
and others concerned indiidualiy with raal'ing"in the forefront" also placed
much emphasis on this type of itfortation.

A requirement for information concerning labor demand-supply developments
in specific occupations found above average frequency of expression by employers
from goverment and manufacturing. The need for this type of Information was
usually related to the existence of labor shortages in needed occupations.

The above average requirement for reports concerning labor shortages or
surpluses in other areas, as reflected in the replies of respondents from
government, wholesale trade, services, durable goods manufacturing and constru-
tion was of several origins. Only in some instances was this reply related to
out-of-area recruitment for workers to staff Bay Area enterprises; in others it
reflected Bay Area headquarters concern with the recruitment difficulties of
branches or subsidiaries in other localities. This requirement sometimes
reflected needs for advance information about some distant labor market when
Bay Area establishments planned to engage in construction or to render contract
services outside of the home area. Also represented in this category of Infor-
mational need were those respondents seeking out labor surplus areas in order
to receive favorable consideration in the allocation of defense contracts.

Differences between relatively light or heavy manifestations of interest
in general employment trend information are difficult to interpret on the basis
of major industry groups. The response that this type of information was
needed appeared to bear more relation to the sophistication with which recruit-
ment efforts were planned or to the sensitivity of the individual respondents
to changes In business conditions,, of which changing employment trends are one
indicator, than to any other factors observed. The interest, too, in informa-
tion bearing on changing job requirements appeared to reflect a greater sophis-
tication in planning for recruitment. However, this interest was not evi-
denced by the largest establishments where the more detailed requirements of
those involved in such planning were probably less familiar to our respondents.

Needs for labor market infomation when viewed in the perspective of
the survey establishments' numbers of enployees indicated the existence of some
fairly direct ard consistent relationships, although not without several
exceptions.

A third of the respondents who had stated they felt no need whatever for
labor market information in planning their recruitment efforts represented esta-
blishments having fewer than 250 work.ers. Almost all of the remainder saying
th1tydid not need such information represented establishments with from 250 to
1,000 employees. Consequently, it is no surprise to find a rather moderate
need expressed for most types of labor market information by establishments in
the smallest size clas. Respondents from the smallest establishments, however,
gave great relative weight to wage information. In fact, respondents from
establishments having fewer than 250 emloyees ascribed greater relative impor-
tance to these data than did establshments in any other size group.
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At the opposite end of the scale, the largest employers, .< -eflected
by the relative frequency of their responses, departed most sig.-7-L.fiiAntly from
the ge ziral average in the importance they attached to more gen,3-> types of
inf--^tion as contrasted with such specific information as that on wage rates
or sp.>,ific occupations. This more general information included reports rela-
ting to labor demand-supply developments in other areas and to the general
employment td characterizing California and the Bay Area. Such emphasis in
their responses is quite likely related In varying degrees to the broader
scope of late enterprises. Also, it probably reflects the greater distance
of the respondents we questioned from the day-to-day details of recruitment
planning than that of executives in smaller establishmnts.

After the respondents were questioned as to the above prelisted cate-
gories of labor market Information, we asked them to volunteer mention of any
other types of informtion they believed required for recruitmnt (Table 7-26).

Some of the types of information volunteered could readily be added as
additional votes for types of information concerning which we had earlier ques-
tioned the eloyer in less specific terms. Amng such needs were "knowledge
of geographic location where specific skills or labor surpluses are to be
found" and "knowledge of impending layoffs or expanions in other establish-
ments" (with the cleat implication that out-of-area establishments were meant).
Together, these responses accounted for more than 40 per cent of the types of
information volunteered as needed.

Two types of needed information receiving significant mention could
possibly be subsumed under "labor demand-supply developments in specific
occupations," at least if the developments were qualified as anticipated.
However, "knowledge of anticipated number of college graduates by disciplines
ad by avaiUsb1lity" and -"knowledge of the existing and planned curricula In
the colleges," together representing a quarter of the responses, do reflect a
more specialized type of Information some respondents believed seriously
lacking, particularly in consolidated form and for the local area. Remaining
types of information suggested by the respondents arose from problems of under-
standing and counuication within the establishment itself and might not be
regarded as labor market Information by the purlist. These responses included
"definitive and more cplete Job descriptions for internal use" and "better
knowledge of the needs of the establishment for specified kinds of workers."

Following the opportunity given the respondents to specify any and all
types of Information they required for successful recruitment, we asked, "what
specific sources within your establishment or outside do you find useful in
providing needed information?" (Table 7-27)

Of the total, 231 respondents listed 355 sources of information they had
found useful. More than one-third of the sources named represented an "informal
or formal exchange of information within professional or trade associations"
and contacts with various specified employer and managex-ent groups. Over a
fifth of the sources listed were government in origin, representing contacts
either with persons or reports conected with the United States Department
of Labor, the California Department of Employment, the State Personnel Board,
and school and college placemnt offices. A miscellany of other sources, some
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Table 7 - 26

Other Types of Labor Market Information
Required for Recruitment --

Bay Area Employer Policy Survey, 1967

(Other types a suggested by survey establishments)

All
Types of labor market information suggested responses

AUl establishmentsa
Number 49

Per cent 100.0

Knowledge of geographic location where specific
skills or labor surpluses are to be found 24.5

Knowledge of anticipated number of college
graduates by disciplines and by availability 18.4

Knowledge of impending layoffs or expansions
in other establishments 14.3

Definitive and more complete Job description
for internal use 10.2

Better knowledge of the needs of the establishment
for specific kinds of workers 6.1

Knowledge of the existing and planned curricula
in the colleges 6.1

Other types of information 20.4

aThe total excludes employers that did not provide information.
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Table 7 - 27

Sources of Labor Market Information Foun& TJ;ef)ti
in Recruitment --

Bay Area Emloyer Policy Survey, 1967

All
Sources of labor market information responses

All responsesa
Number 355

Per cent 100.0

Informal or formal exchange of information
within professional or trade associations 21.4

United States Department of Labor 11.3
California State Department of Employment 11.0
Federated Employers of the Bay Area 10.4
Informal exchange of information with
managers and officials having related res-
ponsibilities in other organizations 9.3

Headquarters of the establishment 5.9
Information from own employees 4.8
Informal exchange of information with suppliers,
retained advisors, customers, and/or clients 3.7

Private employment agencies 3.1
California State Personel Board 2. 5
United Employers, California Metal Trades
Association, and/or Western Electronics
Manufacturers' Association 2.5

American Management Association 2.0
School and college placement offices 2.0
Internal research of the establishment,
based on recruitment experience 1.4

Labor unions 1.1
Chambers of Commerce o0.8
Other specific sources of information 6.8

a
The total excludes employers that did not provide information.

The total number of responses exceeds the number of employers
reporting as some employers reported more than one source of
labor market information.
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of more importance in certain industries than in others (such as the importance
of information from vendors to establishments in trade), tounded out the list
of sources.

Reasonsfor recruitment success. Before leaving the subject of recruit-
ment with its several practices, many problems, and various adaptations to
these problems, it seemed only fitting to ask the respondents how they viewed
the success, or lack of success, attending their efforts. They were asked,
therefore, to select one of three characterizations as best describing the
results of their recruitment, namely:

Customarily attract far more qualified applicants than needed
for satisfactory selection -- a characterization selected by
48 respondents

Customarily a fair balance exists between the nuaber of quali-
fied job applicants and the number of job vacancies -- selected
by 1,5

Customarily fewer qualified applicants are attracted than will
permit satisfactory selection -- selected by 74

Next, the respondents were asked what they believed to be the main
reason for their experience (Table 7-28).

A majority of respondents with the pleasant task of relating the top
degree of recruitment success to its cause, ascribed their success to reasons
relating to their "kind" of establishment. Chief among such reasons were the
"good reputation" of the establishment, and the fact that the work was "glam
orois^" or.."iateresting." The second most important category of reasons
advanced by these respondents related to the environment of the establishment.
Because of the "attractiveness of the Bay Area," they commented, there was
available to them a "good quality of labor" or an "adequate supply of labor"
-- the exact phrasing of the answer depending on whether they stressed quality
or quantity of job applicants in appraising the degree to which their needs
were satisfied. Reasons related to the establishment's working conditions,
including wages and other benefits, received least emphasis.

An Intermediate degree of recruitment success (Table 7-29) was rela-
tively more often ascribed to the establishments' environment than to the type
of establishment itself as had been the judgment of the more fortunate employers.
Again, in describing this enviroment, respondents gave great weight to the
attractiveness of the area as a place to live. This group of respondents who
reported only middling, though a satisfactory degree of success, in commenting
on working conditions laid claim more often to paying prevailing wage rates
and having average fringe benefits than that these were higher than usually
prevailed. The reverse or higher than the prevailing level of wages and bene-
fits had been reported by those employers stating their recruitment was more
than ordinarily successful. This second group of respondents also placed less
emphasis on reasons relating to type of establishment than had their more
successful competitors. Moreover, the largest proportion among them to be
found in any of the three groups of employers was unable to explain their inter-
mediate degree of recruitment success where the number of job seekers no better
than balanced the number of job opportunities that opened.
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Table 7 - 28

Reasons for Degree of Recruitment Successa in Suvey Establishments'
Customarily Attracting Far More Applicants Than Needed-..

Bay Area Emloyer Policy Survey, 1967

All
Reasons responses

All responses
Number 48

Per cent 100.0

Reasons relating to type of establishmnt 37.6
Good reputation of establishment 25.1
Glamorous or interesting industry or activity 8.3
Other reasons relating favorably to establishment 4,2

Reasons relating to environment of establishment 29.1
Good quality of labor or adequate supply of labor

because of attractiveness of Bay Area 16.7
Bay Area provides good sources of recruitment 6.2
Other reasons relating favorably to environment 6.2

Reasons relating to establishment's working conditions 27.0
Establisbnt provides higber than prevailing wages

and/or fringe benefits 12.5
Establishment provides prvailing wages and/or

fringe benefits 6.2
Other reasons relating favorably to working conditions 8.3

Other favorable reasons not in above categories 2.1

avfDegree of recruitment success" should be interpreted as characteriz.
ing the establishment's experience for most workers most of the time.
Respondents were questioned as follows: "Row would you classify the
success of your recruitment efforts for occupations other than those
chronically in short supply?"

bOf the 307 establishments that reported their degree of recruitment
success 48 gave reasons to account for the above recruitment exper-
ience.
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Table 7 " 29

Reasons for Degree of Recruitment Successa in Survey Establishments'
Customarily Experiencing a Fair Balance
Between Applicants and Job Vacancies --
Bay Area ftjloyer Policy Survey, 1967

Au
Reasons responses

bAll responses
Number 185

Per cent 100.0

Reasons relating to environment of establishment 34.7
Good qualify of labor and adequacy of available

labor supply because of expansion and attracti've-
ness of Bay Area 22.3

Desirable neighborhood 3.8
Bay Area provides good sources of recruitment 3.2
Other reasons relating favorably to enrvironnt 5.4

Reasons relating to establishment's working conditions 25.3
Establishment provides prevailing wages and/or

fringe benefits 8.6
Good comxpany policies in regard to working conditions 5.9
Establishment provides higher than prevailing

wages and/or fringe benefits 3.8
Other reasons relating favorably to working

conditions 7.0

Reasons relating to type of establishment 24.9
Good reputation of establishment 11.4
Long-established organization 4.3
Efficient and/or aggressive recruitment efforts 4.3
Other reasons relating favorably to establishments 4.9

Reasons not provided 15.1

a"Degree of recruitment success" should be interpreted as characteriz-
ing the establishment's experience for most workers most of the time.
Respondents were questioned as follows: "How would you classify the
success of your recruitment efforts for occupations other than those
chronically in short supply?"

bOf the 307 establishments that reported their degree of recruitment
success 185 gave reasons to account for the above recruitment exper-
ience.
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To a relatively much greater erctetd than either of the other two groups
of respondents, those employers who ~ttratted fewer applicants than were needed
for satisfactory selection (Table t-.O) aberibed the results of their recruit-
ment to the environment of their establishments. They described this environ-
ment as one in which the "supply of workers of the calibre needed was inade-
quate" as was also the "number of available workers in the needed occupations."
Reasons given by the respondents relating to type of establishment tended to
describe the work as "not glamorous or interesting" and to mention unfavorably
"the effects of union hiring restrictions." Reasons related to working condi-
tions were relatively few but those mentioned reflected unfavorably on the
establishment.

Whatever the difficulties of the respondents in stating the reasons for
their relative recruitment success, their uncertainties were scarcely greater
than those which emerge when attempts are made to relate, more objectively,
these degrees of success with variables that might appear determining. Against
establishing any precise degree of correlation are, of course, certain very
individual biases of temerament and judgment. A labor demand-supply situation
that one employer sees as a "fair balance" another will characterize as

"ireaching the bottom of the barrel." It is difficult, also, to determine the
root causes of why an establishment should be known as a "good place to work"
(a characterization that was made without much consistency as to industry or
size of establishment). This is particularly true when an employer will aver
he is unable to explain his own firm's success in attracting workers and
enjoying little turnover in view of its "low wage rates, unattractive premises,
and high pressure work schedules -- except for the fact that it is known as a
good place to work'."

A consideration of degree of recruitment success by major industry
group of the establishment finds a higher than average relative incidence of
employers who attract more qualified applicants than needed for satisfactory
selection in construction, the transportation industries, wholesale trade,
retail trade, and government. These favorable estimates of recruitment success
are coupled with smaller than average proportions of respondents reporting less
than satisfactory numbers of applicants in the major industry groups: construc-
tion, wholesale trade, and government. These three constitute a strange assort-
ment of industry groups when bracketed together yet each is more homogeneous
internally as to policies and practices than are most major industry groups.

In contrast and as an example it could be said of the transportation
group of industries (where there were relatively many reports of attracting a
surplus of applicants) that this group includes the airlines and that "glam-
orous" work was a significant reason for recruitment success. However, this
industry (where more than the average number of respondents reported a deficit
of job applicants) includes scavenger companies where the work is "not
glamorous" and steamship lines which, since Vietnam, have suffered serious
shortages of licensed personnel.

Reference to degree of recruitment success in terms of numbers of
employees indicates little that is striking except that the middle group of
establishments, of from 500 to 1,000 workers, contained a substantially above
average proportion of respondents reporting that they attracted more applicants
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Table 7 - 30

Reasons for Degrlee of Recruitmbnt Sdccebsa in Survey Establishments'
Customarily Attracting Fewer Applicants Than Needed for Proper

Selection --
Bay Area 1loyer Policy Survey, 1967

All
Reasons responses

All responsesb
humber 74

Per cent 100.0

Reasons relating to environ nt of establishment 75.6
Inadequate supply of workers of calibre needed 40.4
Inadequate supply of workers in occupations where

job vacancies exist 24.3
Undesirable neighborhood 4.1
Other reasons relating unfavorably to environment 6.8

Reasons relating to type of establishment 13.5
Not a "glamorout" or interesting industry
or activity 5.4

Union hiring restrictions 5.4

Other reasons relating unfavorably to establishment 2.7

Reasons relating to establishment's working conditions 6.8
Reasons relating unfavorably to working conditions 6.8

Other unfavorable reasons not in above categories 2.7

Reasons not provided 1.4

a"Degree of recruitment success" should be interpreted as characteriz-
ing the establishment's experience for most workers most of the time.
Respondents were questioned as follows: "NHow would you classify the
success of your recruitment efforts for occupations other than those
chronically in short supply?"

bOf the 307 establishments that reported their degree of recruitment
success 74 gave reasons to account for the above recruitment exper-
ience.



I

c'J
0 0 -

r-ICi

0 t-"(
5 0 5

U'

0

08r

0 C' rH

r4H

000

* * 0

88 8
f- *-; #--

*

0 0 0

*

*

000
* *Ho or* r* r-

0 0

Ho CULA *t-

* * 0

U',%DCUl~ nR~C L%OU"n Jnen

0,

0

C)

420
t a co 8s @ B

O W SriV1tthQ(ag 43 .4 S

ri A < m ri E 8

(a4
~ ~

co 0~

!

VII-22-b

h

0

to
(a8

0iu:u
44 qg r4

4k O

to

.p(aid

44)

e

H

(n
I

4)
H-

I

(a

Hto

00%I!
lac

44H
0 ^

5,

.0

4

d
0

.3-

a

'a

4d,

0

S

(a

I

Q)

H

Is

co

0

h

*

0

,5
0



VII-23.

than they needed, coupied with belox# average exprsssions of labor stringencies.
Up to establishments of 3 000 employees, telatively large proportions of res-
pondents reported attracting surpiuses of applicants though the propensity to
experience deficits also d1iubed with increasing size of work force. Beyond
the 3,000 employee mark, thete were no teports of attracting more applicants
than needed, a situation that is understandable aithough difficult to reconcile,
with the nearly similar absence of applicant surpluses reported by employers in
the 250 to 500 employment size class -- if size of establishment is assumed to
be the determining factor involved.

In fact, aside from a positive though possibly not statistically signi-
ficant relationship between the existence of a personnel department and an
establishment's degree of recruitment ductesp, o0r data ptovide little measur-
able evidence, at this level of generality, o explain the reasons for recruit-
ment success. Observation suggests thit the specific industry of the employer,
not the major industry group, is an important determinant of such success. A
commonality of industry does imply certain similarities as to recruitment
practices, wage rates, occupational structure, and reactions to the impact of
external labor market conditions that, taken together, serve to promote at the
least, similarities in recruitment experience.

However, not even that degree of industry detail which will discriminate
betwen the laundry and the law firm in the services major industry group can be
expected to point up in strictly quantitative terms the essential characteristic
of a "good place to work."
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Table 7 - 32

Degree of Recruitment Success in Survey Establishments
by Number of Employees --

Bay Area Employer Policy Survey, 1967

Success of recruitment

Number of Total Attract far
employees more Fair balance

qualified exists between Fewer qualified
Num- Per applicants applicants and applicants
ber cent than needed vacancies are attracted

All establish-
mentsa 307 100.0 15.6 60.3 24,1

Under 250 128 100.0 13.3 60.9 25.8

250 and
under 500 73 100.0 8.2 71.3 20.5
500 and
under 1,,000 50 100.0 32.0 48.o 20.0

1,000 and
under 2,000 28 100.0 21.4 53.6 25.0

2,000 and
under 3,000 14 100.0 21.4 50.0* 28.6*

3,000 and over 14 100.0 64.3 35.7

aThe total excludes employers that did not provide information.

Percentages based on fewer than 15 cases.



VIII. Selection Practices

Selection standards of Ba nts. After our lengthy inves-
tigation of recruitment practices, we wete persuaded that in a large metropoli-
tan labor market the question, "hov is a Job filled?" is not easily answered;
also, we were ready to pursue another inquiry: "how is the applicant selected?"
The answer to this second question, as to the first, is the end product of a
long series of policy decisions and the manner in which these are applied. To
orient ourselves and the respondent to this range of policies, we asked a ques-
tion of opinion at the outset. Essentially, we requested the respondent's
evaluation of the net effect of these policies and practices, taken together,
upon the standards followed by his establishment in hiring workers.

"How in your opinion," we asked, "do the establishment's qualifications
standards for entry level jobs compare with those of other employers in this
area engaged in similar work?"

A total of 103 survey establishments, in the opinion of their representa-
tives, had generally higher selection standards than other local employers in
similar activities. Only five believed their standards to be generally lower.
The remaining 189 respondents thought their standards about the same as those
of other employers in their industry. Next we asked those respondents who
claimed standards were markedly different in their establishments, either
higher (Table 8-1) or lower, to give the reason for this difference.

A small group could give no reasons. Of those who searched out a cause
for standards they believed deviated from the general practice, the largest
single group advanced a reason that might be considered a sort of "quid pro quo."
The establishment paid higher than prevailing wages for comparable work; it
therefore could well lay claim to and attract better than ordinarily qualified
employees. This reason was followed, in the relative frequency with which it
was advanced, by two others with equal proportions of adherents. One was con-
cerned with promotion. Qualifications standards were higher because employees
with promotional potential were needed to implement a promotion-from-within
policy. The other reasons stressed the factor of availability; standards could
be higher because the establishment's good name and reputation drew applicants
from among whom workers of higher than average qualifications might be selected.
Another reason, stated with less frequency, was, interestingly, that higher
standards were Imposed so that the establishment's reputation could be main-
tained. The reason to emerge in connection with training was that as the esta-
blishment had no training program it needed to hire better qualified workers.
One reason that could but did not emerge at this stage of our questioning was
that because the establishment did have a training program, workers who had the
necessary capacity to be trainable were required. Although this reason was not
stated, judging from comments at a later stage in our inquiry it appears to
have been implied in at least some of the statements regarding promotion from
within.

It should be mentioned at the outset that present in the very structure
of our first question was a qualification that acted to elicit, almost unavoid-
ably, at least some answers with a meaning we did not intend. We had asked how
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Table 8 - 1

Reasons for Markedly Higher Qualifications Standards for Entry
Level Jobs in Survey Esablishments as Compared with

Standards of Other Bay Area Employers --

Bay Area Employer Policy Survey, 1967

All
Reasons Lpne

All establishmentsa
Number 103
Per cent 100.0

Establishment pays higher than prevailing wages
for comparable work 14.5

Needs employees with promotional potential to
implement promotion-from-within policy 10.7

Reputation of establishment draws good people
allowing choice of better qualified workers 1067

Better quality of commdity produced or service
given requires higher recruitment standards 9.6

To maintain reputation of establishment 5.8
Complexities of equipment, products, or processes
with which employee is concerned 4.9
Needs accurate and careful workers 4.9
Needs technical or administrative expertise 3.9
Establishment's policy to have higher selection
standards 3.9

No training program so establishment needs
better qualified workers 2.9
Other reasons 11.7
Reasons not provided 16.5

aIncludes those 103 establishments reporting their selection standards were
markedly higher that gave reasons for difference or did not provide information
to account for the difference.
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the establishment's standards for entry level jobs compared with those of other
Bay Area employers engaged in similar work? By similar work we meant in the
same industry, thus hoping to uncover interindustry differences in selection
qualifications. The question, with this thrust, was difficult in any event for
"one-of-a-kind" or "few-of-a-kind" employers to answer. Further, it was diffi-
cult to construe unless considered In occupational terms. The respondent was
likely to reflect, therefore, "how do my selection standards (and my wages)
compare to those generally paid, at entry, to typist clerks, unskilled,
laborers, or laboratory technicians?" -- rather than "how do these standards
compareulth those of my competitors engaged in the most closely similar activi-
ties?" Thus, there is some tendency for our data to reflect intraindustry as
well as interindustry differences. And a substantially higher proportion of
employers than justified could believe because they were, in fact, making intra-
industry comparisons that their selection standards were more strict than those
of their competitors in activities they dominated -- or in activities where
standards were likely to be similar because of the leveling influence of union
or civil service hiring. The very real differences that often permitted the
larger employer to recruit at an advantage, however, also emerged to point up
what were probably the chief interindustry differences that did exist.

A comparison of these responses in relation to the major industry group

of the survey employers (Table 8-2) shows that respondents from wholesale trade,
where general observation shows that employers often do pay the highest wages
for "simlar work," were most likely to believe their entry standards higher
than those of their coetitors. These respondents were followed, in terms of
higher than average proportions of erployers who believed their standards to be
"markedly higher," by those in the transportation group, in which, for one thing,
higher than average standards of physical fitness often were observed. Employers
In services, also, had an above average tendency to reply affirmatively to this
question. Some did so because of the highly technical nature of the services
given by several of the services establishments in our group. Others replied
affirmatively because of the "unique and personalized" stamp they were trying to
attach to the qulity of the services they offered. This same type of reasoning
was apparent in the replies of some retail trade establishments whose desire it
was to achieve an image of "high quality" in the public mind. Government
employers, too, often thinking of the stringency of civil service qualifications
standards as compared with less regulated types of hiring, saw their entry level
standards as above average with relative frequency.

Meanwhile, only among respondents from construction and manufacturing, in
which the influence of unionsis often comparatively strong or working condi-
tions less favorable, was less than the general average proportion of all survey

employers likely to view selection standards as 'eu.raly higheA' (or, conversely,
more likely to see them as "about the same") (Table 8-2). And only in durable
good manufacturingand the transportationtomplex of industries do we

find representatives of that very small group of employers who believed their
standards generally lower.

The way in which respondents tended to view the qualifications standards
their establishmentsimposed on job seekers appears to have been affected to
some extent by the establishments' number of employees (Table 8-3). However,
it was only in the smallest size group that a relatively small proportion of

establishments judged their qualification standards to be comparatively high.
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Table 8 - 2

Qualifications Standards for Entry Level Jobs of Survey Establishments
Compared with Standards of Other Bay Area Eployers

by Major Industry Group --
Bay Area Employer Policy Survey, 1967

Total

ridstryr

All establishmentsa

Mining and construction

Durable goods

Nondurable goods

Transportation, etc.

Wholesale trade

Retail trade

Finance, insurance,
and real estate

Services

Governsent

Nu ber

297

24

55

59

26

12

33

24

34

30

Per cent

100.0

100.0

100.0

100.0

100.0

100.0

100.0

100.0

100.0

100.0

Gev
hi

4

2

4

N

I

4

4

Qualification standards

About
ierally the General

14*7 63.6 1.7

29.2 70.8

21.8 70.9 7.3

22.0 78.0

50.0 46.2 3.8

58. 3* 41.7*

42.4 57.6

4. 7

44*1

40.0

Ily

58.3

55.*9

60*0

*Percentages based on fewer than 15 cases.

aThe total excludes employers that did not provide information.

logummewpo-

am__
offisummd"m
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Table 8 - 3

Qualifications Standards for Entry Level Jobs of
Survey Establishments Compartd with ftandards of Other

Bay Area Enloyers by 1iumber of Employees --
Bay Area Employer Policy SvIrvey, 1967

To^tal Qulfication standardse

Generally About Generally
Number of__eMploye_es Number. Per-cent higher the same lower

a
All establishments 297 100.0 34.7 63.6 1.7

Less than 250 123 100.0 28.5 69.1 2.4
250 to 499 72 100.0 38.9 59.7 1.4
500 to 999 49 100.0 40.8 59.2

1000 to 1999 27 100.0 37.0 59.3 3.7
2000 or more 26 100.0 38.5 61.5

a
The total excludes employers that did not provride information.
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Although there appears to be some tendency for this proportion to increase
between the first and third size group, it it not at all clear that this reflects
the existence of a consistent relatiotiship between qualification standards and
size of establishment. Another way of looking at the data suggests that from
the second smallest size group on up, there are no significant differences.

We attempted, also, to 4seocia¶e a tendency to view the establishment's
hiring qualifications as markedly dif eretit from the average for the survey
employer's industry with certain other variables. Generally, this association
was not sufficiently significant for comment. However, it should be noted that
a larger than average proportion of respondents who believed selection stan-
dards were markedly higher in their establishments were likely to offer formal
on-the-job training programs (Table 8-4). Some of this tendency was no doubt
related to the fact that establishments having such programs were likely, also,
to be of a size and In an industry in which qualifications standards would be
comparatively high. However, this association must also have resulted to some
extent from the fact that some establishments with formal on-the-job training
programs do seek out and select employees with higher than average qualifications
for the very reason that they have such programs. There were employers who
emphasized the fact that an expensive training program necessitated the selec-
tion of applicants with sufficiently high qualifications to warrant their
receiving training, particularly when one of the goals of this training program
was to ensure the feasibility of a strong promotion-from-within policy.

Well defined exceptions to this latter line of reasoning did exist in the
special programs, often of a preparatory or pre-employment variety, for appli-
cants who were culturally disadvantaged. However, employers, in answering this
question concerning their qualifications standards generally viewed them In
relation to their customary types of training. The inquiry, in other words, was
answered in terms of recruiting from the open market and of selecting workers
without regard to considerations other than their ability to meet the usual job
requirements at the time of entry into employment.

As was mentioned previously there was also a small group of employers
who gave as their reason for having markedly higher qualifications standards
the fact that they did not have formal training programs.

Our efforts to associate what the respondent believed to be his markedly
higher qualifications standards with variables other than size or industry of
establishment also showed some evidences of success with respect to wage levels
(Table 8-5). The frequency with which a claim to higher hiring standards was

made was related also to the establishment's paying higher wages to white-collar
workers than those paid by other Bay Area establishments engaged insimilar

activities, It would therefore appear that the most frequent reason given for
imposing markedly higher qualifications standards, namely that higher than pre-

vailing wages were paid forsimilar work, was gounded in fact, at least so far
as white-collar salary levels were concerned. Employers so often lacked the
necessary degrees of freedom both in setting wage levels for blue-collar
employees and in determining qualifications standards for their hire, that we

have not attempted to associate these two variables. As will be indicated in
Section X, the proportion of establishments reporting that their wage rates

for blue-collar workers were about the same as those of other Bay Area esta-

blishments engaged in similar activities was considerably higher than in the

case of white-collar workers.
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Table 8 - 4

Extent of Formal On-the-Job Training Programs
by Entry Level Qualifications 8&tead%rds

of Survey Establishments --
Bay Area Baployer Policy Survey, 1967

Entry level
Total qualification standards

Extent of formal
on-the-job training Generally About Generally

Erogramsa Number Per cent hi er the same lower

All establishentsa 296 100.0 34.8 63.6 1.6

Formal on-the-job
training programs
in use 136 100.0 41.2 57.3 1.5

Formal on-the-job
training programs
not in use 160 100.0 29.4 68.7 1.9

a
The total excludes employers that did not provide information.
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Table 8 - 5

Comparisons of White-Collar Salary Levels in
Survey Establishments by Entry Level qualifications

Standards of Survey Establishments --
Bay Area Employer Policy Survey, 1967

(Comparison of respondent salary level with other employer levels in
similar activities)

Entry level
Total qualification standards

White-collar Generally About Generally
salIry levels Number Per cent hieer the same lower

a
All establishments 284 100.0 33.8 64.8 1.4

Higher than
other employers 86 100.0 45.3 54.7

About the same
as other employers 186 100.0 29.0 68.8 2.2

Lower than other
employers 12 100.0 25.0 75.0

a
The total excludes employers that did not provide information.
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Selectio stadrds -min . Our original intent T3as to gather
information in the course of the Employer Policy Survey that would cast consi-
derable light on the age distribytion of the work force employed by the survey
establishments and alsooon the hftitig stantd*kds bf the latter as related to age.
We did not succeed in our atteihpt4

To achieve our purpose would have required both a more numerous return
of the supplementary statistical tabels the survey employers were requested to
complete, and a more widespread ability on the part of employers to provide
these data when they did willingly complete the requested tables. We had hoped
particularly to collect information on minimum age limits for hiring new workers
in order to determine the availability of full-time job openings for youth from
18 through 20 years of age. To this end, we asked "how rigidly" the employer
observed, by occupation, such hiring standards as a minimum age limit and what
were his reasons. A more fortunate choice of words would have been to ask the
minimum age by occupation, customarily observed, in hiring new workers.

The problems involved in this inquiry concerning minimum age limits did
not appear during the pilot interviews, and we wyere too far along in our inter-
viewing to introduce changes in administering the questions when the defects
observable in our data became apparent.

Many comments were made during the course of our interviewing that would
substantiate the commonly held belief that there is a paucity of career job
opportunities for youth under 21 years of age. Employers in retail trade, as
well as in other industries, sometimes commented that their former custom of
hiring youth directly after high school graduation was no longer followed. One
might give, as his reason, the lack of sound basic training (generally meaning
arithmetic skills) and of work motivation now characteristic of the high school
graduate without work experience. Another might maintain that two years of
post high school training of a vocational nature was definitely now required in
an occupation for which a high school education was once sufficient. There were
also employers who hesitated to hire young men for unskilled or semiskilled work
until some other employer had inculcated the work disciplines conferred by a
first job. With respect to higher levels on the minimum age scale there were
employers who preferred to hire older woen whose clerical skills might be
better than those of entrant workers and who, in any event, would be less likely
to quit for reasons of domestic origin. Some employers, also, carefully distin-
guished between those occupations in which the necessary requirements as to
education and work experience would inevitably result in hiring at a substan-
tially older age than would be necessary for less demanding jobs.

In any event, the existence of those minimum age standards that are
customarily imposed by employers in hiring new workers, either because of the
quite individual selection standards of the employers (and these appeared to
differ widely) or because of the varying demands of specific occupations, is
obscured in our data by certain "mass answers." No matter what the major occu-
pational group for which the information was given, the "minim age limit at
time of hiring" was overwhelmingly stated to be "18 years," and the reason given
was "legal minimum." This reason, of course, was sometimes coupled with a
younger or an older age. Those very few employers who offered occasional work
opportunities to 16 and 17 year olds with work permits translated the "legal
limit" to be under 18 years of age. Employers who could not legally hire minors



VIII-5.

because, for example, working conditiohis were hazardous, a speciOI. driver's
license was required, or liquor would be serred by the employee tended to men-
tion 21 years as the legal limit. Buti In afiy event, our data show so heavy a
concentration of responses at tie 18 yeah wark that attempts to identify
meaningful variatiohs by Indtitty ot type of work involved are futile.

Sa The survey employers were also asked
if they adhered to a maximum age limit in hiring new workers and, if so, how
rigidly they observed such standards, and why.

The responses we obtained to this question were affected, although not as
greatly as in the case of hiring standards related to minimum age, by the fact
that some employers replied in terms of their actual experience while others
gave what amounted to a ritual answer. This latter -- "we have no maxi age
limitation on hiring because it's illegal" - as given for all occupational
groups, no doubt masked actual practices as to hiring standards that varied
widely by job classification. Nonetheless, the response that the establishment
had no hlring standards respecting maximum age because they are Illegal accounted
for from 30 to 46 per cent, depending on occupational group, of all responses.
Thus the data we gathered and which are not shown were obviously incomplete in
that many descriptions of actual practices were not recorded, practices which if
included in our distribution might have produced a sharper differentiation
between the standards actually in effect for different occupational groups.
Another answer coammly given and having the same effect was, "our maximum age
for hiring is retirement age." The prevalence of this response resulted in the
designation of 64 or 65 years as the maximum age limit, the relatively most
frequent response of all the replies given by those employers who did admit to
maximum age limits. In all probability this response, also, was influenced by
legal considerations, since the California legislation prohibiting age discri-
mination in hiring, enacted in 1961, permits an employer to enforce a maximum
age limit which is consistent with the retirement provisions of his pension
plan, as does most legislation of this type.

We did derive some information from employer coemnts concerning actual
maximum age limits imposed when hiring workers in different occupational groups
and the reasons for these limitations. This information, however, cannot be
presented in tabular form because any quantitative relationships shown would
be misleading for the reasons mentioned above. We learned, for example, that
maximum age hiring standards of "under age 35" for professional and managerial
workers often reflected the existence of professional or managerial development
training programs. This limitation also denoted, sometimes, a desire to recruit
and select a constant flow of new degree-holders in certain fields in which the
curriculum content is changing at a rapid rate, as in some of the scientific
and engineering specialities. And the contrasting response respecting profes-
sional occupations, "we have no maximum age limit" or "age 69 or 70" was on occa-
sion entirely factual. It was, indeed, in one establishment that routinely
obtained waivers of customary age limitations on hiring when physicists and
other scientists with specific types of experience were known to have reached
compulsory retirement age at some other company and were still avallabl3e for
work.

Sorvewhat similar was the practice of some retail trade employers who
hired superannuated personnel upon their retirement from other establishments
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in hopes they would bring their "following" of customers with ths?. Also sOme-
what similar were the hiring practices of some hard-pressed manufacturers of
durable goods. These respondents could demnstrate, with personnel records,
recent hires of bench machinists who were in their late seventies but, nonethe-
less, possessed the requisite skills and were in sufficiently good physical
condition to perform effectively on the job.

Our data also indicate certain relationships that quite probably reflect
actual labor market patterns though, again, we have had to consider all relative
frequencies suspect. As examples, maximum age limits in the late sixties or at
age 70 appeared relatively more important in blue-collar than in white-collar
occupations, a reflection of the prohibition against maximum age limits con-
tained in some collective bargaining agreements. Also, the frequencies, although
relatively small, indicating low maximum age limits in the blue-collar occupa-
tions ordinarily reflected jobs that were physically demanding as to the
presence of hazards or the amounts of exertion required. Because of these
complications, therefore, the statistical data developed are not being included
in the report. Among other things, they are clearly not comparable with data
gathered by this Institute and other organizations in California labor markets
in the middle and late 1950's before state legislation relating to age discri-
mination in hiring had been enacted.

Selection standards -- existenc of a o e record. The survey employers
were asked if they imposed selection standards as to the existence of a prior
police record when hiring new workers. They were also asked how rigidly such
standards were observed, and why. Many if not most of the employers we ques-
tioned appeared to have given their hiring specifications of this type a recent
and searching review - sometimes in response to the appeals of concerned
agencies and organizations. All but a very few were able to describe the appli-
cation of their standards by major occupational group, and a smaller number to
describe the reasons for applying such standards.

Inasmuch as our questions were asked in relation to specific major occu-
pational groups, we will have to present our data in the same manner. We will,
however, show this information only as it pertains to professional and techni-
cal workers and to the unskilled. Employer reactions to a police record did
not vary too greatly from one major occupational group to another. Also, such
variations in their reactions as did exist are largely those that might be
expected. As would be anticipated, the full range of variations in employer
reactions relating to the type of job to be filled can be adequately illustrated
by reference to the two selected occupational groups of workers mentioned above.

According to our respondents, if a potential new hire possessing a police
record were being considered for a job in a professional or technical classifi-
cation (Table 8-6) about half of the establishments would be willing to evaluate
his record. In about a quarter of these evaluations, the nature of the offense
would receive especial attention, and had it been a juvenile offense, consi-
derable leniency could be expected. In an additional number of evaluations,
particular attention would be paid to the specific job the applicant was to
fill.
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By major industry group, according to the respondents the willingness to
evaluate a record varies, both as to the kind of evaluation given and as to the
extent of such willingness. In general, the major industry groups most likely
to reject an applicant for a pt9fessional job bedause of his record, whatever
the offense, were, in the relative ftequency 6f tesp6nsest the finance group
of industries; services establizhhtbnts (whic1 include hospitals and firms pro-
viding protective atid building 4aittteJance 'etvices), and retail trade outlets.
Establishments in wholesale trade And in kti6pottation were likely to give
particular weight to convictions for a feiity tn instances in which a police
record precluded hiring. Services and government establishments, reflecting
the emphases of private and public hospitals, would be particularly sensitive,
of course, to narcotics offenses.

Respondents indicated that in a fair proportion of all instances the
employer did not inquire as to the existence of a record. Where this was the
case, the reason was sometimes that another screening device existed, such as
the unions. The somewhat greater reliance on unions by survey establishments
in construction and manufacturing for such screening in professional and tech-
nical jobs tended to reflect practices with respect to draftsmen. Reliance for
such investigation could also be placed on bonding agents or security officers,
as in wholesale trade, construction, services, and retail trade where the res-

pondents, as indicated in the relative number of their replies, stated this
practice was common.

A prior police record was less likely to preclude a job applicant's
chances of finding employment in the survey establishments when the applicant
sought work in an unskilled classification than in other occupational groups
(Table 8-7). It followed, therefore, that employers were considerably more
likely to evaluate the nature of police records and to evaluate prior offenses
for unskilled workers than for those in higher-level posts. Other understand-
able differences between the two major occupational groups were indicated by
our data, such as the greater propensity to overlook juvenile offenses when
unskilled work was involved and the higher incidence of bondable jobs in pro-

fessional and technical classifications. But in general, intraindustry dif-
ferences as to the effects of police records upon hiring unskilled workers
followed much the same patterns as already mentioned for professional and
technical jobs.

When selection standards with respect to the existence of a police record
are considered in connection with establishment size, certain differences rela-
ted to size of establishment can be noted. Where professional and technical
workers are concerned, as indicated by the relative frequency of responses

(Table 8-8), a greater proportion of smaller than of larger establishments failed
to inquire into the matter of a record. Significantly fewer of the smaller than
of the larger establishments were willing to evaluate the record of an employee
who had committed an offense, and proportionately fewer of them utilized the
service of a bonding company.

It can be noted that the relationships discussed above, although apparent,
are usually not entirely consistent. Various of the reactions to a police
record, it was obvious from the comments of our respondents, were more closely
related to industry or activity of theemployer, or to the type of job to be
filled, than to establishment size. As examples, hospitals, whatever their
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size, were greatly concerned with prior convictions for narcotics offenses;
a bank, whatever its size, was subject to certaiti regulations of the Federal
Deposit Insurance Corporation. And employers, irrespective of the number of
their employees, hesitated to assign an employee with a record involving theft
of property to a job involving the handling of cash.

Nonetheless, it could be noted in the comcents of the respondents that
a reluctance to hire employees with frior pblice records was considerably more
evident among those representitig small ettablishihents than am6ng those from
larger organizations. Several reasotis explaining this reluctance and relating
to employment size wdre given. One was the effects uppn other employees in
small organizations x4here more is likely to be krAown about the background of a
fellow worker than in a larger establishment. Also, respondents from smaller
establishments mentioned with greater frequency than those from larger ones
their lesser facilities for searching out and evaluating the implications of a
police record, and their greater vulnerability to bad publicity when recidivism
does occur. Some, at least, of this reluctance is apparent in the relative
frequencies of various responses as they appear in Table 8-8, despite the incon-
sistencies introduced by industry when the influence of industry is predominant.

In general, the differences that related to size of establishment in
employer reactions to hiring professional and technical workers with police
records were similar to those manifested when unskilled jobs were at stake
(Table 8-9). The smaller employer was less likely to inquire about the exis-
tence of a record than was the larger, although this association is not consis-
tent. The existence of a prior record was more likely to preclude hiring,
though again the association is not consistent. The smaller employers, too,
were less likely to evaluate a prior record than were the larger. However, it
is of interest that a real difference as between the two major occupational
groups is evident in this respect. Establishments of fewer than 500 workers
showed relatively great reluctance to evaluate the record of a professional
worker whereas their willingness to do so for unskilled workers was at the
average level.

We next questioned the respondents concerning their reasons for adhering
rigidly to certain selection standards when job applicants possessed police
records, or for making considerable adjustments in the firmness with which
such standards were applied (Table 8-10). Although we asked this question with
reference to all major occupational groups, data are shown only for professional
and technical workers and for the unskilled. The variations by occupation were
slight but some were interesting and, we will refer to them as well as generalize
from the total of our data even though all information is not shown.

In all major occupational groups, a prior police record adversitly affected
the chances of an applicant to be hired. As Judged by the relative frequency of
replies, this adverse effect was greatest in white-collar jobs and less influen-
tial in industrial-type occupations. The effect upon hires in the service occu-
pations was reflected as between that of the above-mentioned types of jobs. The
often intermediate position of service jobs in relation to certain variables,
as mentioned before in this report, usually reflects the heterogeneous mixture
of specific occupations contained in the general category. This major group,
although many of its specific occupations greatly resemble unskilled labor,
also contains the occupations of police officer and guard, jobs in which
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conviction for a prior offense would almost automatically bar all chance of
con3ideration for employment.

The most frequent reason giveh for all occupatiOns, to account for the
fact that a police record would affect hiring adversely, related to the require-
ment that employees be bondable. This requirement was mentioned most frequently
as applying to sales personnel and lUast ofteh in connection with workers in
service occupations. After mention of this matter of bonding requirements, the
chief problem in hiring professionai workers with police records appeared to
lie in security regulationsi Easy access td propprty and to cash were given as
principal reasons for a strict ddherence to selection standar4s respecting
police records for managerial and clerical xotkers6 Equal weight, in the case
of sales workers, was given to the easy access to cash and merchandise of these
workers; a co^nern for the reputation of the establishment; and unfortunate
previous experiences with applicants who possessed police records. Easy access
to cash, merchandise, and property was also the principal worry of the respon-
dents with reference to industrial-type and service occupations, as well.

The statement that a prior police record did not affect hiring adversely
was made most frequently regarding unskilled jobs, followed closely by jobs in
skilled and semiskilled classifications. Survey employers, according to the
frequency of their responses, were least likely to overlook prior offenses for
workers in sales and clerical occupations.

Where standards involving prior police records were not stringently
applied, respondents reported, this leniency was due often to the establishment's
desire to cooperate with parole and rehabilitation agencies. In other instances,
it stemmed from a policy of evaluating police records and of making allowances
in some circimstances.

Selection standards -- aptitude and other tests. Various questions con-
cerning the selection practices of our survey establishments were directed to
learning the extent to which giving aptitude and other tests accompanied their
hiring of new workers (Table 8-11). In answer to our question as to whether or
not these employers gave tests and, if so, to workers in which occupations, we
learned that a third of the survey establishments included testing as part of
their selection process for one or more major occupational groups. According
to the relative frequency of their responses, aptitude and other tests were
most likely to be administered by the survey establishments to workers in
clerical and in sales occupations. Least likely subjects of testing, when
seeking employment at these same establishments, were potential new hires for
managerial, service, and unskilled jobs.

As mentioned, clerical workers were more likely than those in any other
major industry group to be given aptitude or other tests as part of the selec-
tion process at the survey establishments.

According to the relative frequency of the responses, such testing was
more likely to occur in the finance group of industries than in any other
(Table 8-12). Considering the high proportion of the total work force in these
industries that is comprised of clerical workers, such unanimity of opinion
(at 96 per cent of all survey establishments) in banks and insurance companies
has even more significance when viewed relative to its impact on the total force
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Table 8 - 10

Reasons for Extent to Which a Police Record Affects Hiring
Professional and Technical and Unskilled Workers --

Bay Area Employer Policy Survey, 1967

Oc tonalog

Professional
and

Reasosao plicerecord affects hiring_ technical1 Unskilled
a

All establishments

Number 105 81
Per cent 100.0 100.0

Reasons police record affects hiring adversely 83.8 76.6
Bkployees are required to be bonded 38.1 28.6
Security regulations 9.5 8.6
Job involves handling cash or financial records 3.8 3.7
Job involves working with institutionalized persons
with school or college-age youth 3.8 4X9

Nature of the job 4.8 6.2
Previous experience with employees having police

records 5.7 7.4
Job provides easy access to cash and/or
merchandise or property 7.6 12.3

Company policy, or desire to preserve the
good reputation of the establishment 3.8 4.9

Civil Service, Federal Deposit and Insurance
Corporation, or Coast Guard restrictions 6.7 4.9

Reasons police record does not affect hiring
adversely 10.5 16.0
Establishment's policy to cooperate with parole

and/or rehabilitation agencies 7.6 11.1
Establishment's policy to evaluate police records

and make allowances in some circumstances 2.9 4.9

Other reasons 5.7 7.4

a
The totals for each occupational group exclude employers that do not employ
such workers and employers that did not provide information. The total may
exceed the number of employers reporting as some employers reported more than
one reason.
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Table 8 - 11

Extent of Use of Aptitude or Other Tests
by Survey Establishments in Selection of
Workers by Major Occupational Group _
Bay Area Enployer Policy Survey, 1967

M r aona l oup

Professional and technical

Managerial

Clerical

Sales

Skilled

Semiskilled

Unskilled

Service

a

a
Total

Number Per cent

258 100.0

303 100.0

305 100.0

177 100.0

244 100.0

238 100.0

244 100.0

206 100.0

a
The total for each occupational group excludes employers not employing
such workers and employers not providing information.

Uses
tests

31.8

22.4

59.0

38.4

31.6

29.8

27.0

23.3

Does not
use test

68.2

77.6

41.0

61.6

68.4

70.2

73.0

76.7

mmdw.--
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Table 8 - 12

Per Cent of Survey Establishments Selecting Clerical
Workers by Use of Aptitude or Other Tests

by Major Industry Group --
Bay Area E&ployer Policy Survey, 1967

All establishmentsa 59.0

Mining and construction 19.2
Durable goods 63.4
Nondurable goods 59.0
Transportation and utilities 63.0
Wholesale trade 76.9
Retail trade 40.6
Finance, insurance, and real estate 96.0
Services 52.8
Goverrment 70.0

a
The total includes those 180 employers giving aptitude or
other tests to clerical applicants.
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of clerical workers than the number of employers represented would suggest.
This industry group, morevoer, is closely followed in its relative proclivity
to give tests to clerical workers by wholesale trade and government, in both
of which such workers form comparatively significant proportions of the total
work force. It should be pointed out, also, that government agencies did not
register 100 per cent as to their giving pre-employment tests as part of the
selection process because some establishments not subject to civil service
regulations are included in this major industry group.

According to the respondents, least likely of all industries to administer
tests, aptitute or otherwise, to potential new hires in clerical classifications
was construction. This comparative freedom from testing, however, has but little
meaning for the total clerical work force, since clerical jobs are relatively
scarce in this industry and many of those that do exist are for timekeepers and
the like stationed on field jobs.

The propensity to test clerical workers as part of the selection process
is quite definitely related to size of establishment (Table 8-13). Only those
survey employers with fewer than 250 workers showed less than average resort to
tests for such workers. Beyond this number of employees the incidence of
testing, according to the relative frequency of the responses rose consistently
with the size of the establishment.

As judged by the relative frequency of their responses, the survey esta-
blishments were less likely to administer aptitude or other tests to unskilled
workers than to workers in any other major occupational group except managers
who are selected predominantly from within.

By major industry group the incidence of responses that unskilled workers
were tested was heaviest among government employers, no doubt reflecting the use
of civil service examinations (Table 8-14). Following government in the rela-
tive order of industry groups in which tests of unskilled workers might be
expected were the finance group of industries, nondurable goods manufacturing,
and the transportation and utilities group.

Services and retail trade employers were least likely of all industry
groups to administer tests to these workers in the course of the selection
process.

As was true of the administration of aptitude and other tests to clerical
workers, the practice of testing umskilled workers appears related to size of
establishment (Table 8-15). As might be expected from the less frequent testing
of unskilled than of clerical workers, however, only about one-fifth of the
survey employers with fewer than 250 workers indicated in their responses that
they tested the former. The comparable figure for the latter was 43 per cent.

Moreover, while 82 per cent of the survey employers in the largest size
class tested clerical workers, only one-third of all the respondents representing
this group of establishments indicated that unskilled workers were tested in
conection with their hiring processes.

There has been more than a little controversy over the reasons for adminis-
tering tests in the course of the selection process. It has been alleged that
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Table 8 - 13

Per Cent of Survey Establishments Selecting Clerical
Workers by Use of Aptitude or Other Tests

by Number of Enployees --
Bay Area Employer Policy Survey, 1967

a

All establishments 59.0

Less than 250 43.4

250 to 499 59.7

500 to 999 73.5

1000 to 1999 81.5

2000 or more 82.1

a
The total includes those 180 employers giving aptitude or

other tests to clerical applicants.
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Table 8 - 14

Per Cent of Survey Establishments Selecting
Unskilled Workers by Use of Aptitude or
Other Tests by mJor Industry Group --

Bay Area Employer Policy Survey, 1967

a
All establisbments 27.0

Mining and construction
Durable goods 29.4
Nondurable goods 30.5
Transportation and utilities 30.4
Wholesale trade 25.0
Retail trade 17.9
Finance, insurance and real estate 33.3
Services 15.8
Government 57.7

The total includes those 66 employers giving aptitude or
other tests to unskilled workers.
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Table 8 - 15

Per Cent of Survey Establishments Selecting
Unskilled Workers by Use of Aptitude or
Other Tests by Number of Employees --

Bay Area Employer Policy Survey, 1967

a
All establishments 27.0

Less than 250 19.4

250 to 499 25.9

500 to 999 37.5

1000 to 1999 36.8

2000 or more 33.3

The total includes those 66 employers giving aptitude or
other tests to unskilled workers.
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pre-employment tests, some of which have this tendency, are primarily given with
the very real intent of screening out the culturally disadvantaged and, there-
fore, members of minority groups. A group of investigators had explored the
testing practices of a samle of important Bay Area establishments during the
early part of our interview period and their Director published as its finding
that very little, if any such intent, was evident in the establishments they
contacted. But while he did state in his published report that the establish-
ments studied were characterized in their use of tests by "sincere fair employ-
ment policies," he commented on the "almost total absence of local validity
information for tests, interviews or any other selection instrument or
procedure."1

As the findings of this group were familiar to many of our respondents,
we found them discussing the subject of test validation with us even though it
was not included in our survey. The comments made in the course of our own
interviews indicated primarily economic reasons for test-giving. Employers
were interested in such goals as predicting the employee's subsequent success
on the job, in predicting his trainability, and, in some cases, in measuring
his performance under test conditions of certain tasks that he was expected to
perform immediately, once hired. With goals such as these, we also found it
surprising that, except in the largest establishments, employers were commenting,
unasked, on the scarcity of data that existed for validating, in terms of the
employee's subsequent performance, the tests that were used. It was also sur-
prising to find the numbers of establishtE..nts in which employers worried that
the commercially marketed tests they were using along with many other employers
would probably result in showing little more than who were the most test-vise
among their job applicants.

Probably the most revealing anecdote mentioned concerning the subject of
testing in the course of our interviews was that of one respondent who stated
that a colleague, one of the establishment's Department Heads who hired directly,
insisted on giving a quite difficult I.Q. test to all of his clerical applicants.
When the interviewer asked why this practice was followed, the respondent replied
that his fellow worker had always retained Suzy's score on this test. His
instruction to those administering the test was the firm admonition "never to
hire anyone stupider than Suzy," an injunction that had become practically a
motto of the firm.

As might be expected from an employer comaunity of the sophistication
represented in the survey establishments, many more respectable reasons for
test-giving were advanced than a desire to screen out the Suzy's.

When the reasons for giving aptitude and other tests to professional and
technical workers were requested, the relatively most Important reason advanced
by the respondents was that of testing the applicant's suitability and aptitude
for the job (Table 8-16). Th.1_ reason was followed at some distance by that
of a group of respondents who specified that such testing was predictive of
success in that it determined potential. Some of the comments given with a
fair degree of relative frequency were scarcely reasons: namely that testing
added an "additional dimension to the screening process" and that testing was
"part of the screening and selection process."

A relatively small number of employers mentioned that they were really
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Table 8 - 16

Reasons of Survey Establishments for Selecting
Professional and Technical Workers
by Use of Aptitude or Other Tests

Bay Area Employer Policy Survey, 1967

a
All establishments

Number 113
Per cent 100.0

To test suitability and/or aptitude for the Job 33.3
Predictive of success; to determine potential 13.3
Adds additional dimension to screening process 11.7
To determine I.Q. or ability to learn 11.7
Part of screening and selection process 6.7
Attempting to determine correlation between

test results and job performance 5.0
Employer finds useful and valuable 5.0
Civil service requirement 5.0
To test mathematical or numerical aptitude

and knowledge 3.3
To test verbal abilities 1.7
Other reasons not given in the above categories 3.3

a
The total excludes those employers that do not use aptitude

tests, employers that do not employ professional and technical
workers and employers that did not provide information.
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giving tests in order to "gathet statistics" so that these tests might be vali-
dated in light of the empioyee's subsequent job performance. Yet others were
willing to state that they founA their tests useful and valuable and this they
regarded as a very good ieason fbr including testing in their screening process.

Employers who did not give test6 were asked regarding their reasons for
not including this practice in their selection process for professional and
t ;hnical workers (Table 8-17).

The largest relative number of respondents replied that giving aptitude
and other tests to such workers had been found to be neither practical nor neces-
sary. Others (who might well be considered as giving tests) had merely trans-
ferred the matter of testing to the employment agencies that served them or to
civil servric'* bodies. And a relatively significant group of employers believed
that an evaluation of the applicant's previous work record and of the employment
interview constituted a sufficient screening of job applicants in professional
and technical classifications.

Similar questions as to why tests were included (Table 8-18) or not
included in the selection process were also asked concerning clerical workers
specifically. A larger number of reasons for testing these latter was advanced
than for any other occupational category of employees, and this seemed only
appropriate inasmuch as those in clerical classifications are more often subject
to tests than are other workers.

Relatively the two most numerous responses given related to job perfor-
mance -- that tests were given in order to measure before hiring the job appli-
cant's shorthand and typing abilities. Other replies were related to the poten-
tial worker's possession of various aptitudes or to his I.Q. Yet others might
be considered "nonreasons" such as "part of the screening and selection process."

When questioned, another but much smaller group of respondents had a
different task, that of stating the reasons for their not administering tests
to clerical workers (Table 8-19). Two negative reasons were advanced with the
same relative frequency and one of the two could not be considered as reflecting
the belief that clerical workers should go untested. Almost a third of the
respondents mentioned that their testing was administered by emploimoent agencies.
An almost equal proportion did not believe that testing was practical or neces-
sary, an important reason given for not testing workers in other occupational
groups as well.

Finally, with respect to including or not including the administration
of tests as part of the selection process, we requested opinions, pro and con,
on this subject as related to unskilled wo.-kers. In screening for unskilled
jobs, as mentioned earlier, test-giving is less common than for any other type
of job.

Equal proportions of respondents advanced two reasons for testing such
workers (Table 8-20). One group subscribed to testing in order to measure
mechanical aptitudes or skills or dexterity. The other group was not as spe-
cific as to the qualities being measured but mentioned testing suitability and
aptitudes for the job.
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Table 8 - 17

Reasons of Survey Establishments for Not Selecting
Professional Workers by Use of Aptitude or Other Tests --

Bay Area Employer Policy Survey, 1967

All ertablishmentsa

Number 60
Per cent 100.0

Giving tests not considered practical or
necessary 37.7

Employment agencies provide testing service 20.8
Civil service provides testing service 13.2
Evaluation of previous work record and/or

information from interview considered
sufficient 13.2

Not employer policy to give test 3.8
Jobs in certain categories filled only from

within establishment 3.8
Other reasons not given in the above categories 3.3

aaThe total excludes those employers that use aptitude tests,
employers that do not employ professional and technical workers
and employers that did not provide information.
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Table 8 - 18

Reasons of Survey Establishments for Selecting
Clerical Workers by Use of Aptitude or Other Tests

Bay Area Bqployer Policy Survey, 1967

a
AUl establishments

Number 157
Per cent 100.0

To test shorthand and typing abilities 25.6
To test typing ability 16.6
To test suitability and/or aptitude for the job (unspecified) 14.0
To test clerical aptitude or skills 10.8
Predictive of success to determine potential
To determine I.Q. quotient and/or ability to learn 5.7
Part of the screening and selection process 4.5
Adds additional dimension to the screening process 3.8
To test mathematical or numerical aptitude, or knowledge 2.5
Civil service requirements 2.5
Attempting to determine correlation between test results and

Job performance 1.9
Finds it useful or valuable 1.9
To test verbal abilities 1.3
To assist in placement into jobs which will provide
promotional potential 0.6

Other reasons for using tests 1.3

a
The total excludes those employers that do not use aptitude tests, em-

ployers that do not employ clerical personnel, and employers that did not
provide information.



VIII-312-c

Table 8 - 19

Reasons of Survey Establishments for Not Selecting
Clerical Workers by Use of Aptitude or Other Tests --

Bay Area Employer Policy Survey, 1967

a
All establishments

Number 59
Per cent 100.0

Employment agency(ies) tests for establishment 33.8
Giving of tests not considered practical or

necessary 30.5
Evaluation of previous work record and/or

information from interview considered sufficient 11.9
Civil service provides testing service 10.2
Union(s) tests for establishment 5.1
Not the establishment's policy to give tests 5.1
Other reasons for not using tests 3.4

a
The total excludes those employers that used aptitude tests, employers

that did not employ clerical personnel and employers that did not pro-
vide information.
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Table 8 - 20

Reasons of Survey Establishments for Selecting
Unskilled Workers by Use of Aptitude or Other Tests -

Bay Area iployer Policy Survey, 1967

All establishments

Number 55
Per cent 100.0

To test mechanical aptitude or skills; to test dexterity 16.3
To test suitability and/or aptitudes for job (unspecified) 16.3
Predictive of success; to determine potential 10.9
Adds additional dimension to the screening process 10.9
To test mathematical or numerical aptitude or ability 9.1
To determine the I.Q. and/or ability to learn 7.3
Civil service requirement 7.3
Part of the screening and selection process 5.5
Attempting to determine the correlation between
testing and job performance 5.5

To test verbal abilities 5.5
Finds useful or valuable 3.6
To test driving ability 1.8

a
The total excludes those employers that do not use tests, employers

that do not employ unskilled workers, and employers that did not provide
information.
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There were also employers who believed that the tests given were predic-
tive of future job success and thus well worth administering. Yet others
believed testing a desirable component of the selection process, and some gave
tests to measure aptitudes and skills other than those mentioned relatively
more often.

Those employers who disagreed with the practice of administering pre-
employment tests in order to select unskilled workers for hire were also asked
concerning their reasons for not adopting this method of screening (Table 8-21).

The largest proportion of these respondents were of the opinion that such
testing was neither practical nor necessary. And relatively smaller propor-
tions mentioned that employment agencies, unions, or civil service agencies
performed the task of testing for them. A fair proportion of employers believed
that an evaluation of the previous work record or of information obtained during
the employment interview provided a sufficient degree of screening when hiring
workers in this occupational group as in others.

We completed our inquiries concerning the subject of testing by asking
the respondents, "Have you ever considered modifying or eliminating such tests
to encourage the employment of persons whose limited or non-English speaking
background hampers their test performance?"

Of the 184 respondents who answfered this question, 57 replied affirma-
tively and 127, negatively.

Selection standards -- educationa nts. Obtaining clear and
precise data concerning minimum educational requirements was complicated by the
tendency -- which has been indicated by a number of other studies -- for minimum
educational standards to shift upward or downward with changes in labor market
conditions. And this problem of varying qualifications standards as to educa-
tion (which is shared by most if not all selection criteria) was thrown into
bold relief by the very phraseology of the question we asked the respondents.
Our question was one of indicating minimum educational requirements, if any, by
occupational group. We soon learned anew that in those instances where this
lowest level had not been rigidified or codified by such formal requirements as
degree-holding, apprenticeship completion, or high school graduation, it was,
indeed, a minimum that moved in accordance with the labor market situation of
the time.

Despite our efforts, we encountered, thus, two sets of educational
requirements. One might be called "minimum" selection criteria in that they
represented standards that had been formalized and could not be contravened,
or standards that were sufficiently realistic in terms of customary job require-
ments and usual labor market conditions that they offered no problems of being
comfortably accommodated to. There were, however, other standards that might be
labeled "preferred," and might be defined as "anything above the minimum."
These were the standards that would make the difference in any specific appli-
cant selection in which the employer had the option of choosing between two or
more job applicants, and educational requirements could be the decisive factor.
They were also the standards that would govern on a larger scale whenever labor
demand-supply and other relationships permitted their wider application.
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We met this problem of a sliding scaie of educational specifications
essentially by "hearing out" the respondent. If minimum standards existed
below which the employer would not or could not hire, these were the educa-
tional requirements we recorded. They were recorded as such even though the
labor market situation at the time of the interview, and for a considerable
period prior, might have permitted the employer to use his preferred criteria
as the selection standard. Or, more important, we recorded those minimum
standards at which the employer was then hiring, although it was plainly
evident he would upgrade his criteria whenever the specific circumstances of
an individual situation allowed him to do so.

In those instances in which no formal minimum standards existed and the
selection of applicants was made on a preference basis, we recorded the employer's
qualifications standards as "preferred." In no cases, however, is there a dupli-
cated count for an individual employar of both minimum and preferred standards.
Our data (Table 8-22), therefore, in view of the above must be regarded as a
firm reflection of minimum educational requirements in the Bay Area labor
market of the interview period. They do contain, however, a markedly downward
bias as to the standards that might be expected to prevail under any circum-
stances permitting a movement away from the minimum expectations of employers
respecting the educational preparation of job applicants.

Our first question concerning educational requirements was directed to
learning the minimum (or "preferred") educational requirements for new hires
existing In the survey establishments.

As might be expected, such requirements were most likely to exist for
the Vhite-collar oceupations and least likely to restrict hiring in blue-collar
and lower skill servte eepetlons. Further, as would be expected, the amount
of education required declined with the demands of the job.

In about 10 per cent of all survey establishments, no minimum or preferred
educational requiremts were observed for professional workers, nor were any
stated for technical workers in 14 per cent of the cases. Relatively the fewest
respondents mentioned an absence of educational standards for such workers among
all the major occupational groups included in our questioning. Some instances
in which such minimum standards for these occupations were absent represented
"leaving the door open" for a specific type of worker. These were workers,
often engineers, who had been able to obtain licenses under "grandfather
clauses" that blanketed-in practicing members of a profession lacking the newly
imposed educational qualifications. In other cases, this absence represented,
simply, a desire not to formalize a restriction that was customarily although
not invariably imposed.

The relatively large proportion of respondents replying that no minim
educational requirements existed as to managerial occupations reflected several
different types of situations. In some instances, the employee transferred
into the managerial hierarchy (or given a place in a managerial training program
together with the more numerously represented college recruits) was regarded by
the employer for purposes of this question as a "new hire." This was done
despite the fact that the worker was already an employee of the organization,
originally hired in some classifization for which educational requirements were
less strict than they would be fGr a management trainee recruited "from the
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Table 8 - 22

Minimum and Preferred Educational Requirements of
Survey Establishbents in the Selection of

Workers by Major Occupational Group --
Bay Area Emuployer Policy Survey, 1967

Mj or' occuRati9a ru

Minimum and preferred Profes. Tech- Mana.
educational requirements sional nical -.erial1 Clerical Baes

a
All establishments

Number
Per cent

240
100.0

233 288
100.0 100.0

306
100.0

174
100.0

No minimum or preferred requirements

Minimum requirements
High school diploma
Some college or Junior

college diploma
Post high school technical or

vocational training (including
apprenticeship)

College degree
Graduate degree

Preferred requirements
High school diploma
Some college, or junior college
diploma

Post high school technical or
vocational training (including
apprenticeship)

Colege degree
Graduate degree

Other educational requirements

9.2 13.7 27.4

3.7 12.9 13.6

5.8 22.8 11.1

4.2
62.5
5.0

15.0 2.4
28.4 34.1

2.4

1.7 1.0

1.7 1.0

7.1 3.0 7.0

2.5 0.8 1.0

/table continued/

28.8

61.8

32.2

27.0

14.9

17.2

6.8

2.9

1.0 2.9

2.9



Table 8 - 22 (continued).

V%I cupation4 aloM
Minimum and preferred Semi-
educational requirements Skilled skilled Unskilled Service

a
All establishments

Number 245 237 244 206
Per cent 100.0 100.0 100.0 100.0

No minimum or preferred educational
requirements 61.7 75.5 82.8 86.4

Minim requirements
High school diploma 23.6 20.3 13.9 10.2
Some college, or junior coflege

diploma
Post high school technical or

vocational training (including
apprenticeship) 9.0

Preferrid requirements
High school diploma 4,5 3.4 2.5 1.9
Post high school technical

or vocational training
(including apprenticeship) 1.2

Other educational requirements o.8 0.8 1.5

a
The total excludes employers that do not employ some occupational groups

and employers that did not provide information.

viii-14-a(2)
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outside." In other instances, prd.otioti-from-within was so definitely the route
to managerial occupations that ho necessity existed even to surmise what educa-
tional requirements would be impoded were the establishment to go beyond its
own staff to fid workers for a inagerlial post. And there were other cases in
which it was firm company poliCy hot t* t*aet*iet the selection of managerial
personnel upon any other than an ability baidj a policy that could reflect
certain traditional and enunciated beliefs or the company executive's own lack
of educational attainment.

About the same proportion of respondents noted an absence of educational
requirements for clerical workears as made this observation regarding the mana-
gerial group. About one-half of such instances involving clerical workers
reflected situations in which requirements were no more explicitly stated for
those in clerical occupations than for workers in any other occupational group.
The other half of such responses reflected an actual deviation from the usual
employer policy of demanding at least high school graduation of these workers.

About a third of the respondents reported no minimum or preferred educa-
tional requirements for sales workers. Again, as with managerial staff, a
variety of situations was behind the absence of such requirements. Some respon-
dents represented establishments in which the requirement of high school gradua-
tion was not invariably observed for sales cletks. Others were thinking of
high-level sales representatives for whom much the same type of reasoning
applied as for managers. Yet others were considering their promotion-from-
within polices that brought able company employees into the sales training
program who were originally hired in skilled or semiskilled occupations for
which educational specifications were less rigidly observed than for sales
personnel draw from outside the company.

More than half of the survey employers stated that they imposed no
minimum or preferred educational requiremts In hiring skilled, semiskilled,
unskilled, or service workers. This degree of open entry in the lower skill
level occupations, together with the ubiquitous policy of promotion-from-within,
may promiise more possibilities of upward mobility for many culturally disadvan-
taged workers of limited educational attainment than is always recognized in
this education-conscious age.

As to those educational requirements that were stated, two-thirds of all
respondents required a minimum of college graduation for hires in professional
occupations. The preferred requirements also mentioned specified a college
degree. Relatively sall proportions of survey establishments asked a graduate
degree or were content with issome college" or a junior college diploma.

Slightly more than a fourth of the survey employers stated that a college
degree was required for workers in technifal occupations and a small number
gave this requirement as their preference. A little more than a fifth men-
tioned some college, or junior college graduation while an additional 15 per cent
specified post high school otechnical training or apprenticeship. The hetero-
geneity of these educational requirements merely reflects the wide range of
quite different jobs that were referred to in this most interesting occupational
field where adaptations of curricula to job requirements are more rapidly
evolving than in the other major occupational categories.
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High school graduation was stated as the minimum and as the preferred
educational reqvirement in almost all instances where such a requirement
existed for clerical workers. Post high school training was very frequently
mentioned as desirable in employer comments and no doubt applicants who possessed
this additional training were routinely selected in preference to those who
did not. Nonetheless, such preferences were not recorded, even when they
could be frequently exercised, so long as high school graduation remained the
stated minimum requirement.

In contrast to clerical jobs, only about a quarter of the respondents
mentioned that high school gra'uation constituted sufficient educational attain-
ment for sales personnel. T re sure, a larger relative number of establish-
ments imposed no educational requirements whatever for salespeople than for any
other white-collar group. However, the fact that "sales work" includes jobs
with a wide range of job demands was apparent in the significant proportions of
respondents who specified some college, junior college, or a college degree as
their minimum or preferred requirements.

The proportion of survey employers who indicated that there were any
educational requirements whatever for the remaining major occupational groups
ranged from about a third in speaking of skilled jobs to less than 15 per cent
in the case of service occupations. Where such requirements were observed for
skilled workers, high school graduation was generally mentioned. About 10 per
cent of the survey employers, however, stated technical training including
apprenticeship as minimum or preferred. Including responses as to both minimum
and preferred requirements, about a quarter of the respondents specified high
school graduation for semiskilled workers; slightly more than 15 per cent for
unskilled workers and 12 per cent for service workers. Certain specific jobs
in the latter category in protective services and health occupations were
excluded from these latter responses.

Substantial differences of practice, by industry, emerge when educa-
tional requirements are considered In relation to the industry group of the
survey establishment. Using clerical workers as an example (Table 8-23) the
industry group least likely to impose educational requirements in connection
with their selection of clerical workers was construction. As indicated by the
relative number of responses, construction establishments were fol1owed in this
respect by those in retail trade and in the transportation and utilities group.
This absence of educational requirements, of course, represented in varying
proportions those respondents who stated negatively that no limitations existed
and those who stated positively that less than high eTh031 graduation was
qualifying at time of selection.

Again, as judged by the relative frequencies of responses, those esta-
blishments most likely to impose educational requirements in hiring clerical
workers were in manufacturing, in which clerical wage rates are frequently high
and comparatively heavy responsibilities are placed on sm-all staffs of secre-
taries, typists, and clerks. The exPf:ence of minimum or preferred educational
reqtuirements was also particularly 14Xvely to occur, according to the respon-
deats, in wholesale trade and the finance group of industries, in which nre-
employment testing, as was noted earlier, wcs very prominent. In all industry
groups, high school graduation wss almost entirely the sole qualifying standard
when educational requirements were imposed.
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The relationship between the imposition of educational requirements on
clerical workers in the selection process and size of establishment (Table 8-24)
is less clear than the relationship to industry. It is obvious that smaller
establishments, many of which recruit clirical workers at some disadvantage,
were less inclined to impose minimtki edteational requirements than were larger
establishments. However, thdt6 weft tany respondents who stated that in their
small-sized establishments clekical ,wtkrts were necessarily more carefully
selected than in the mass-type clericti 6'ptations characterized by typist
pools abd much work of a routine aid re$odt ive character. It is quite likely
that it is this very factor which makes it possible for educational requirements
to play a less prominent role in very large companies, as distinct from the
medium-sized.

In connection with educational requirements we also asked those employers
who specified that high school graduation was needed for their entry level jobs
in unskilled and service occupations, the reason for this demand (Table 8-25).

The largest proportion of responses indicated that this requirement, as
had been true of testing in many instances, was related to a strong promotion-
from-within policy. And it was their belief that high school graduation indi-
cated promotional potential.

Others saw the completion of high school as indicative of certain
character traits they believed desirable.. Yet others thought this degree of
educational attainment the only way to assure, at the present time, that the
applicant possessed the ability to read and, therefore, would be able to under-
stand orders and procedures.

Specific questions concerning educational requirements for a particular
occupational group were also asked in connection with managerial occupations.
We queried the survey employers, "Do you attempt to select, as potential
managers, graduates from any particular colleges, universities, or bueiness or
other schools, or from any particular types of such schools?"

For the 100 respondents who found it appropriate to answer this question
because they did have a degree requirement, only 17 replied that they looked for
graduates of particular types of schools or specific schools. Of these, the
largest proportion registered approval of schools that provided backgrounds
appropriate for the kinds of managerial jobs to be staffed. Memebers of this
group were referring not alone to the firm's specialty in terms of emphasis
on a given subject matter field (such as heavy equipment), or to the specific
job to be filled (as accountant) but were also stressing a certain "practicality"
or vocational element in the school's approach. Hence, the above examples might
be followed by naming such schools as a "Cal Poly," Davis, or a Golden Gate
College.

A somewhat smaller proportion placed their emphasis on the reputation or
the status of the school, specifying "schools that are leaders in providing
backgrounds for the managerial jobs to be staffed." With this emphasis the
specific schools named might be a University of California, Cornell, Harvard,
or a Stanford as examples.

The smallest proportion of respondents placed their emphasis on the
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Table 8 - 25

Reasons of Survey Establishments for High School
Graduation Requirements for Entry Level Jobs
in Unskilled and Service Occupational Groups --

Bay Area Employer Policy Survey, 1967

a
All establishments

Number 51
Per cent 100.0

Indication of promotional potential 31.4
Indication of ability to complete assignments 15.7
Indication of ability to read and to understand

orders and procedures 13.7
Indication of motivation 9.8
Indication of adaptability to training 7.8
Indication of character 5.9
Other reasons 15.7

a
The total excludes employers that do not employ such workers,
employers that did not require high school graduation for un-
skilled and service entry level workers, and employers that did
not provide information. The number of reasons exceeds the
number of employers reporting as some employers reported more
than one reason.
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location of the school, the Western States beJng the most frequently mentioned,
as opposed to the Bay Area, or schools throughout the nation.

We asked concerning the managerial group of occupations, as well, "Do
you attempt to select as potential managers, applicants with particular
majors or courses of study in their educational backgrounds?" (Table 8-26)

Of the 98 employers answering this question, 77 replied that preferences
as to the applicant's majors would affect selection decisions. Together, the
77 employers provided 134 responses concerning preferred majors and courses of
stud-. In some instances, the respondent specifically related the major he
selected to th:te job to be fil3Mmentioning that the former provided the best
or the necessary preparation or background for the latter. Where a variety of
occupations was concerned, a small proportion of respondents met the problem
of naming the preferred majors not by selecting several specific courses but
simply by stating that a major was preferred that provided an appropriate back-
ground for the job. In yet other instances, the respondent's choice of a parti-
cular major or course of study merely expressei his preference for applicants
possessing that particular educational preparation irrespective of the latter's
relationship to the position to be filled.

The relatively strong prefere-aces expressed for applicants possessing
business administration or engineering majors were not always based on an imme-
diate and direct relationship between the disciplines named and the probable
job duties of the applicant once hired. Such preferences, in fact, often
expressed the employer's belief that the completion of these majors, more than
of others was evidence of a commitment to the business community, an under-
standing of modern technology, or a demonstration of various work habits and
other characteristics relevant to the selection decision.

Selection.gractjcs -M.e ca&ioa rgguirements and morindustl

1rouR of entry level-lobs. One series of questions wa asked of the respondents
because of the often-expressed complaints of school counselors and of employmnt
interviewers working with youth as to the dearth of Information concerning
entry level jobs.

We defined "entry level jobs" (and possibly they might better have been
termed "jobs for entrant youth") as "Jobs with promotional potential and
requiring no prior work experience."

It must be understood at the outset that the relative relationships shown
in our data as to the frequencies with which one typ'e of job occurs as compared
with another are not representative of the numerical significance of that job in
the labor market. The proportions show-a Are orly imperfectly representative
of the proportions of loyers who would be seeking entrant workers in the
subject occupation. Further, the proportions shown in our data may not be
related at all to the significance, in terms of relative numbers of job openings,
of a particular occupation -- either in the aggregate of survey establishments
or in the labor market itself.

We asked the respondents to describe their job openings for entrant level
workers as defined. We did not attempt to structure their replies in quantita-
tive terms, other th.<-n that we accepted no more than three answers from any
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Table 8 - 26

Majors or Courses of Study Preferred by rey Establishments
for Potential Managers __

Bay Area Eqployment Policy Survey, 1967

AU1 e.-sablishments

Nimber 134
Per cent 100.0

Business inistration 41.O
Engineering 30.6
Natural sciences 10.5
Humanities 8.2
Mjor "providing background

appropriate to the job" 6.o
Other majors or courses of study 3.7

The total excludes employers not requiring a college degree for
managers, and employers not providininfomtion. The number of

responses exceeds the number of establishments as some emloyers
mentioned more than one preference.
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respondent for each of the two types of jobs noted below. Most employers did
shape their free answrs to represent those entry jobs most numerous in their
establishments. However, there were others who because of the limitations on
mention of more than three jobs rejected such "old, familiar jobs," as they
called them, as typist clerks and stock boys. Rather, they mentioned less
familiar types of jobs in preference because, as they stated, they believed
the "people in the schools" did not realize such jobs existed for youth without
prior work experience.

The interviewers took great care to define "entry level" jobs, always
specifying that prior work experience was not to be a condition of employing
the worker. in some instances the employer stated that he preferred to hire
young people who had worked part time or during vacationls before selecting them
for a career-type job, However, this preference -- stated because of its
bearing on problems of work motivation and work discipline -- was not expressed
as a qualification standard for hire. Nor were the specific work duties of
this prior part-time work experience in any way related to the duties of the
career-type job.

The Interviewers were also most specific in indicating that the entry job
must have promotional opportunities. Their Insistence on this point was all
greater when the job mentioned was characterized by a particularly low skill
level or was of obviously low status. We have no reason to believe that this
insistence was disregarded by the respondents -- particularly in view of their
often lengthy descriptions of the job history of the company president or
Chairman of the Board, their dedication to a strong promotion-fro-within policy,
and their evident belief in the values of "starting at the bottom of the ladder."

Despite the strong admonitions given above as to disregarding the rela-
tive proportions of the different types of jobs cited by the survey employers,
it should be of interest that of the two general categories of entry level jobs
Included In our data, the category demanding the least educational preparation
was the most numrously mentioned. This fact, of course, reflects in great
measure the presence of large numbers of entry level clerical jobs in the Bay
Area labor market. And this numerical and relative prominence scarcely is
relevant to the problem of finding "first jobs" for young men with no more than
a high school education, if that. The number of responses, however, that did
indicate "first jobs" with promotional opportunities and which demanded compara-
tively little educational attainment should give pause to those maintaining
there are "no jobs" answering this description.

The first category of jobs mentioned within ---e torms expressed above
were those at the lower level of educational qualifications. We asked the
respondents, "Do.-you have an entry level job or jobs with at least some promo-
tional potential, but requiring no prior work experience and no more than high
school graduation?" (Table 8-27) Of the employers providing this information,
271 answered affirmatively and described 540 jobs in their establishments (not
all of them different jobs as various similar opportunities were cited by
several employers).

Responses indicating the existence of job openings in professional and
technical occupations for entrant level workers wit` no 1We!ter than high school
graduationwere, of course, few an-;. far between. Such jobs of this type as did
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exist were largely in construction establishments and often reflected on-the-
site assignment" for engineering assistants and the like.

More than half of all responses concerning entry jobs at the lower level
of educational preparations were in clerical occupations, with jobs for junior
clerks and typists relatively the most often mentioned as would be expected.
The demand for entrant clerical workers was expressed relatively most often by
employers in the finance complex of industries. Employers in nondurable goods
manufacturing showed relatively the least propensity to mention clerical oppor-
tunities for entrant workers. The comparatively sml showing for goverment
employers in this respect would be misleading if interpreted as an expression
of their unimportance as a source of job opportunities for entrant clerical
workers. Rather their relatively low proportion of responses relating to
entrant clerical opportunities merely reflected the greater relative weight
given by theGe employers to other job openings, largely in protective, health,
and educational services.

Industrial-type job opportunities at the lower educational level were,
as mentioned above, relatively less important than for those in clerical occu-
pations with all that this implies for young men seeking employment. Rela-
tively the largest proportions of suCh jobs as were mentioned by the respondents
were indicated as occurring at the unskilled level and in establishments from
such major industry groups as nondurable and durable goods manufacturing,
construction, and wholesale trade.

Of those survey employers providing similar information as to the exis-
tence in their establishments of job openings for entrant workers at a higher
level of educational preparation, 182 answered affirmatively that their esta-
blishments did offer jobs to youths with such educational qualifications as
graduation from junior college or a college degree. Those jobs, also were
carefully specified as demanding no prior work experience and as characterized
by promotional potential. (Table 8-28) In all, the respondents described 290
such jobs in their establishments again not all of them different jobs as
several were mentioned by more than one employer.

Relatively the largest proportion of survey establishments describing
entry jobs at the higher educational level mentioned opportunties in profes-
sional occupations. More than half of these responses reflected job openings
for engineers, and a substantial proportion represented a need for accountants.
Opportunities for engineering personnel were reported from establishments in
all major industry groups except retail trade and the finance group of indus-
tries. Entrant accountants were mentioned as wanted by establishments in all
major industry groups.

The next highest proportion of responses reflected job opportunities for
entrant workers In managerial occupatious. These responses quite frequently
were related to spots in management training programs. Opportunities for entree
into management by young workers were mentioned by respondents from all major
industry groups except services, and with the greatest relative frequency by
emiloyers in retai. trade.

As reflected by the responses given, entrant jobs were next most likely
to exist in the survey establishments for workers in technical occupations.
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Such opportunities, in fact, were reported as ex-:.izting in es^.ablishments repre-
senting all major industry grou.ps except retail trade and the finance group.
Their heaviest mention, relatively,occurred in services, wholesale trade, and
durable goods manufacturing establishments. The great var-icty and detail of
the many professional assistant, professional aide, technician, technologist,
and "semi-professional" job opportunities described by the respondents, is,
unfortunately lost in the consolidation of such job opportunities as is neces-
sary in the presentation of our data.

Clerical occupations, generally represecting jobs at a considerably
high.r skill level than the clerks and typists so numerously represented in our
first category of entry level jobs assumed next relative importance in the
responses of the survey employers. Mention of sales occupations was also rela-
tively signilficant considering the small proportion of all respondents concerned
with recruiLment and selection in this occupational field. Finally, data char ac-
ternzing industrialFtype and service job openings at the higher level of educa-
tional attainment were too fragmentary and too scarce to judge of their relative
importance in the total picture of job opportunities for entrant workers. Some
employers who were keenly interested in discussing such jobs, we know, had
already exhausted their "three choices" before the opportunity arrived for them
to describe job openings in their establishments for educationally better-
prepared young people in other than white-collar jobs.

>m rc e - r . As we
recognized that the survey establishments might be far from autonomous in many
of their decisions respecting qualiflcations standards and the selection process,
this subject was explored, though briefly. We asked, "Do requirements imposed
by outside organizations affect the local estabUshment's selection practices?"
Slightly more than two-thirds answered affirmatively; a little less than one-
third, negatively.

The 208 respondents who judged their establishments subject to some
control over their selection of new hires gave 316 responses, naming various
"organizations" as exercising this control. However, the relative frequencies
with which these outside sources of control were mentioned will not be presented
as there is evidence to suggest that "control" was variouts defined by different
respondents. Also, it is quite probable that lapses of recollectio8. were present
in many instances. As examles, some government establishments mentioned civil
service requirements as limting their freedom of selection whereas others did
not. Some respondents with collective bargaining agreements requiring hiring
through unions for workers in one or more of the occupations they recruited
alluded to these agreements while others did not. One hoopital administrator
would regard licex-ing standards as limiting his freedom of choice while
another would fail to regard them as such.

We will, however, list these outside sour-ces of control over freedom of
selection in the sequence of frequency with which they were named. Even though
this sequence may not accord with the relative importance of these various
controls in actual fact, it will provide, at least, an accurate reflection of
th'n compa-rative weI.ght ascribed by the respondents to outside influences and
contro.ls over selection when, suddenly, they were confronted with naming them.

This sequence is as follows - with collective bargaining agrents
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account for more than one-third of all answers given, and local or state regu-
lations accou-nting for almost another one-third. Information on the extent to
which employer associations affect employment policies of member establishments
was presented in Section VI.

Terms of collective bargaining agreement
Local or state regulations including licensing
Requirements of headquarters office
Various types of federal regulations including civil service
Standards of professional associations
Standards of employer associations

Selection ractices -- efforts to selec_ta licants with articular
characterisiics. The respondents were asked, "Has the establishment made parti-
cular efforts to select applicants from any such groups as youth, school
dropouts, older workers, racial minorities," or other special worker groups?
Of the 308 establishments providing answers to this question, 208 or more than
two-thirds replied affirmatively. About one-quarter or 79 answered negatively.
A relatively small proportion of employers replied that no particular efforts
were made as it was customary for members of minority groups to comprise a
large percentage of their work force. The small remainder stated that no parti-
cular efforts were made as their recruits were obtained through the union.

Next, we asked those employers who had mentioned particular efforts in
this respect to describe the nature and extent of these efforts to accord such
special treatment.

The 203 establishments referring to the particular efforts they had made
on behalf of special types of applicants provided 427 responses. Of these
responses, 298 indlcated that the emloyer was working with various organiza-
tions and agencies in order to facilitate his recruitment and selection of
applicants from various special worker groups. The remaining 129 responses
described actions taken by the establishment directly on behalf of these
groups.

These various responses can be roughly categorix.nd under the following
headings and are presented In order of the frequency of mention.

Of the 298 responses describing the cooperation of the employer
with various organizations and agencies, 272 responses indicated
that the employers' work with these orgRnizations was exclusively
or prl-harily directed to helpirng member; of minority groups.
The organizations and agencies na..nad in a significant number of
responses were, in the order of fr"equency mentioned, as follows:

Urban League
California Department of Employment
Job Corps and Skills Centers
"sPl-..3 for Progress"
NAACi?

PACT
Bureau of Indian Affairs
Chamber of Commerce
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Most of the remaining responses describing efforts with organizations and
agencies to promote the selection of other disadvantaged workers, mentioned
efforts to assist the establishment in providing jobs for youth. The remainder
were concerned with hiring the handicapped. The organizations specified in
connection with efforts to hire youth in order of the frequency of their mention
were as follows:

Local school departments
Neighborhood Youth Corps
"Job Fairs"
California Youth Authority
Local colleges
Camp Parks

Of the 129 responses describing actions taken directly by the establish-
ment to assist applicants from special groups, 80 reflected hiring members from
racial minorities under other than usual circumstances -- either ini larger
numbers than formerly, or as the result of special recruitment efforts or
modified selection practices.

An additional 27 responses inAicated that the establishment had altered
its recruitment and selection practices in order to hire increased num1ers of
minority group applicants. These responses in order of their number indicated
the establishment had:

Lowered qualifications standards
Specified a preference for minority group workers on job orders
Directed recruitment advertising to minority group workers
Eliminated or modified pre-employment tests

The remaining 22 responses described particular efforts undertaken to
increase the establishment's hires of older workers, youth, or to participate
in special training programs.

Selection-practices -we JicMS&_&rouMs "avoided." It seemed only equi-
table after asking the respondents concerning those groups from which they might
be making special efforts to select employees if there were other groups whose
members they made special efforts to avoid hiring. Consequently, a list of such
groups was given the respondent, and he was asked, "Has the establishment shown
a marked reluctance to hire workers from the following groups?" An "other"
category was supplied in addition to our prelisted croups but the coaching we
had received duringr our pilot interviews proved exr-. lent in this instance. As
was not usual in ti.e survey, the free answer categor, nelted no addi.ional
items with sufficient frequency to tabulate.

Of the 309 survey employers, 303 provided information for the above
inquiry by naming one or more groups from among which they were markedly reluc-
tant to hire new workers (Table 8-29).

Heading this list because of the relative frequency of its selection was
the category term "Job Hoppers." Following at a considerable distance were the
responses naming the long-term unemployed as a group whose members were hired
with reluctance. About equal proportions of the responses indicated that the
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Table 8 - 29

Specific Groups of Workers from Among Which Survey Establishments
Show a "Marked Reluctance to Hire" -.
Bay Area Employer Policy Survey, 1967

Specific groups of workers

Job hoppers

Long-term unemployed

Persons living at a
distance -Y'om the
establishment

Physically handicapped

Employees of competitors

Housewives with child care
responsibilities

Employed Job seekers

a
Total

Number Per cent

303 lC0.0

303 100.0

303

303

303

303

303

100.0

100.0

100.0

100.0

100.0

Attitudes

Marked No marked
reluctance reluctance
to ki-re to hire

70.6 29.4

41.6 58.4

22.4

21.1

20.5

17.5

3.3

77. u

78.9
79.5

82.5b
96.7

a
The total for each specific group of workers excludes employers that did

not provide information.

tILncludes 8.3 per cent with no marked reluctance -: * hire provided house-
wives had made arrangements for child cr-;"e responr- Al.its.s

---
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survey establishments were not alwAys eag._r to hire persons living at a distance
from their work, the physically handtcapped, or emp3.-yees of competitors. Rela-
tively fewer responses were concerned with housew1--s having child care respon-
sibilities. Almost one-half of the latter tesoonses, moreeover, carried the
volunteered proviso there would be no rEluctance to hire an applicant in
this category if she had made the necessary Arratigements to take care of her
responsibilities. Practically no responses indicated a reluctance to hire
employed job seekers. In fact, a large proportion of respondents disregarded
their earlier strictures against labor turnover and their comments about "Job
hopping" mentioned that any employed job seeker with a needed skill would be
very much more than welcome as a job seeker at the.ir establishments.

We then asked the respondents the reasons for their marked reluctance to
hire workers in the groups they had named (Table 8-30).

Most reasons explaining the reluctance of the survey establi3hments to
hire job hoppers viewed this type of worker at a costly investment. He was
characterized as a "poor risk" not only because he was regarded as unreliable,
but also as excessively turnover prone. Many employers expressed their nega-
tive attitudes regarding the job hopper with a description of their positive
policies to hire for the long term. A marked reluctance to hire the job hopper
was expressed irrespective of industry group.

The long-term unemployed were charActerized in these responses almost as
frequently as the job hopper with the same words -- a "poor risk." However, in
this case, the appellation related to certain undesirable characteristics the
employers thought anyworker long unemployed in the present labor market likely
to possess. Employers, quite simply, either suspected the work motivations of
persons long unemployed and seeking work, or they were suspicious of lengthy
periods in a work record that lacked satisfactory explanation. It should be
noted that the respondents sometimes construed long absence from the labor
market as long-term unemployment, but this misunderstanding was generally, we
believe, detected and resolved at the time of the interview.

The largest proportion of reasons related to the reluctance of survey

employers to hire workers living long distances from the establishment again
stressed the matter of turnover. In many instances the respondents mentioned
that "how far away the executives lived" was of no concern. However, long
commutes were generally regarded as causes of turnover if employees in the
lower pay scales were involved and particularly clerical workers. A small
proportion of responses involved special circumstan(vas as the requirement that
such employees as police officers be read41y avail- le for emergency calls even

when off duty.

Reasons explaining a reluctance to hire the physically handicapped were

predominantly related to the nature of the job to be filled. Many respondents
commented on the fact they would not only be reluctant to hire but would not

hire the handicapped for many jobs in their establishmeats. However, they
pointed to job adjustments they had made for these workers in their less physi-
caU.1y demanding activities. A reluctance to hire the physically impaired was

expressed with much more than average frequency, as would be expected, J,n the
transportation industries, the heavier types of manufacturing, and in ctptruc-
tion (detail not shown). Not to be ignored in this conneaction, too, was tb



Table 8 - 30

Reasons for a "Marked Reluctance to Hire"
Specific Groups of Workers in Survey Establishments ..

Bay Area Employer Policy Survay, 1967

Specifli u workers

Persons living
Reasons for a marked Job Long-term at a distance Physically
reluctance to hire hopra unemploed .rom the firm handica ped

a
All establishments

Number 219 123 59 62
Per cent 100.0 100.0 100.0 100.0

Poor risk, not reliable 24.7 22.2 10.2
Costly 5.9 5.1
Unstable; high turnover rate;

wants employees to stay; hires
for the long term 50.6 23.5 25.3

Motivation questionable 1.4 5.7
Absenteeism 8.5
Undesirable attitude 1.4
Background questionable; period

of long-term unemployment
raises questions as to why? 24.3

Loss of aptitude or skills 4.9
Experience has been unsatis-

factory 5.0 7.3 5.1
Safety reasons; dangerous kind
of work; cezrrt fit into the
operation 83.9

Liability under workmen's cam-
pensation laws 4.8

Need to be able to respond to
emergencies 11.9

Distance leads to turnover and
instability 10.2

Transportation difficulties 8.5
t0br.ious" reasons 4.1 3.3

Undesirable; poor practice;
potential problems 3.2 3.3

Other reasons 3.7 5.7 15.2 11.3

/table continued/

viii-24-a(l)
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Table 8 - 30 (continued).

-Specificgoups of workers

Housewives
Employees with child Employed

Reasons for a marked of care responsi-..
reluctance to hire coipetitors bilities seekers

a
All establishments

Number 61 56 8*
Per cent 100.0 100.0

Poor risk; not reliable 21.4
Unstable; high turnover rate;

wants employees to stay;
hires for the long term 16.1

Absenteeism 33.9
Experience has been unsatisfactory 10.7
Not considered an ethical practice 13.1
"No raiding" pacts with copetitors 73.8
"Obvious"I reasons 5.4
Other reasons 13.1 12.5

Percentages not computed because of the small number of cases.
a
The total for each specific group of workers excludes employers

no marked reluctance to hire such workers and employers that did
vide information. The totals may exceed the number of employers
as some employers reported more than one reason.

that had
not pro-
reporting
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reason, sometimes advanced, of a firm's increa3ed liability under workman's
compensation laws in cases or second injuries.

Reasons expressing a reluctance to hire the employees of competitors
centered largely on "gentlemen's agreements" with competitors. Some reasons,
too, appeared to evidence a sincere belief that the practice was unethical.
Respondents mentioning a reluctance to hire the employees of their competitors
were to be found with above average frequency in such industries as wholesale
and retail trade, the finance group, and construction (detail not shown).

The reluctance to hire housewives with child care responsibilities was
unrelated to industry, and it expressed, according to the frequency with which
the reason was put forward, primarily a strong concern with the absenteeism
that usually characterizes these workers. The term "poor risk" was also fre-
quently applied to such workers. As mentioned earlier, however, many of the
employers who expressed reluctances to hire from this group were willing to do
so if presented with evidence that satisfactory child care arrangements had
been made.

As noted earlier, scarcely a hand was raised against the employed job
seeker. In consequence, the reasons advanced to account for such reluctance
as was manifested towards hiring these workers were not sufficiently numerous
to consider L:`aeir distribution as significant.
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Footnote to Section VIII

1. Jay T. Rusmore, P_Zcho cal Tests and Fair Emtlo nt, A Stud
of Emolnestn inthS Are (San Tose: San Jose State
College, State of California Fair l.pDyment Practice Commission, January, 1967),
p. 7.



X. Wage Policy and Wage Differentials

General W§Ze and salarv increases. In the postwar period, general wage
and salary increases, often at annual intervals, have come to be taken for
granted. However, our data suggest that they are not always as "general" as
may commonly be supposed. True, the great majority of establishments in our
sample (about 90 per cent) indicated that they followed a practice of granting
general wage and salary increases. But only rarely, in private employment, did
such increases apply to all employees. In the majority of cases, the most
recent increase granted by these establishments applied to a group or groups of
union and/or blue-collar employees (Table 10-1). (The prevalence of multi-
employer bargaining in the area, and the multiplicity of unions represented in
many of the establishments, discussed in Section VI, should be recalled in this
connection.)

In a considerably smaller proportion of cases, but amounting in all to
more than a fifth of the most recent increases, they applied to all union and/or
blue-collar employees, while in nearly as large a proportion of cases they
applied to specified or nspecified groups of nonunion white-collar employees.
Less frequent still were increases applying to all employees, while rarest of
all were those applying to groups of union white-collar workers. Incidentally,
this last point provides further evidence, along with data discussed in Section
VI, of the relative weakness of unionism among white-collar workers, as compared
with blue-collar and service workers.

The contrast between the private sector and the public sector in the
applicability of general wage increases is striking (Table 10-2). Nearly
three-quarters of the most recent general wage Increases granted by the govern-
mental units in our sample applied to all employees, as compared with less than
a tenth of those in all industry groups. And, if we compute the proportion for
private employers alone, we find that it amouted to only 3.1 per cent.

These findings su£gest that private employers tend to be quite selective
in granting general wage and salary increases, responding to union pressures,
or to evidence that compensation for certain groups of employees needs to be
adjusted upward to keep it in line xiith prevailing trends. Government agencies,
sensitive to political considerations, are evidently more hesitant to discrimi-
nate among their employees in the granting of general wage and salaryv increases.
Even though public employers have had no difficulty in recruiting unskilled
workers in the Bay Area in recent years, whereas there have been critical short-
ages of applicants for professional and technical jobs and for some other types
of jobs, such as policemen and public health workers, a government agency which
excluded unskilled workers from a general increase would be subject to the
criticism of having discriminated against its lowest paid workers. Another
factor, of course is the relative absence of collective bargaining in public
agencies. Although it is fairly common for unions to present wage and salary
demands on behalf of groups of members whom they represent in public employment,
the absence of actual bargaining removes an element which might lead to
different settlements for different groups. It may be that, as a result of
recent liberalizing amendments to California state legislation relating to
collective bargaining rights in public employment, this pattern may change.
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Table 10 - 1

Eployees Affected by Establishment's
Most Recent General Wage Increase --
Bay Area lployer Policy Survey, 1967

1st 2nd AU
Employees affected response response responses

All establishmentsa
Number 274 274 274

Per cent 100.0 100.0 Z17.3a
All employees 11.3 __ 11.3

All union and/or blue-collar
employees 21*2 1 5 22.6

Some union and/or blue-collar
emxployees -- exact group
unspecified 17.2 -- 17.2

Some union and/or blue-collar
employees -- exact groups
specified 37.9 1.1 39.1

Some union white-collar
employees -- exact groups
unspecified 1.1 o.4 1.5

Some union white-collar
employees -- exact groups
specified 1.5 2.6 4.0

Some nonunion white-collar
employees -- exact groups
unspecified 29 4.*7 7.7

Some nonunion white-collar
employees -- exact groups
specified 6.9 6.9 13.9

No second response 82.8

aTotal exceeds 100.0 per cent because some establishments gave more
than one response.,
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It should also be recognized that private employers, involved in multi-
employer agreements relating to various groups of union employees, are likely
to have quite separate wage structures for these union groups, whereas public
agencies typically have a single wage and salary structure, which would require
extensive modifications and adjuste nts if differential increases were granted
to various groups of employees. Although specific increases are granted to
particular classifications from time to time, to correct inequities or to aid
in recruiting and retaining those in shortage occupations, an effort tends to
be made to keep such specific class increases to a minimum in order not to
disturb relationships within the overall structure.

Another important consideration is that the lovest paid workers in public
agencies -- laborers, gardeners, janitors, garbage collectors, etc. - perhaps
even more than in private employment are likely to be members of minority groups.
Thus, charges of discrimination would take on particular significance if un-
skilled workers were excluded from general wage and salary increases.

The contrast between public and private employment, in connection with
general increases, should not, however, be overemphasized. It must be recog-
nized that the "most recent" general increase may have been preceded only a
short time before, or might be destined to be followed a short time thereafter,
by a similar increase applying to another group of employees. There is consi-
derable evidence that there are strong pressures in private employment against
depriving groups of employees, for very long, of increases comparable to those
that have been granted to other groups. And, indeed, unionism would probably
be stronger among white-collar workers than it is, if increases negotiated
under collective bargaining agreements were not followed fairly frequently by
somewhat similar increases to white-collar employees. Certainly the annual
data collected on wage and salary trends in the Bay Area do not suggest that
professional and other white-collar workers have lagged behind blue-collar
workers in annual rates of increase in compensation in recent years.l The
selectivity of general increases granted by private employers is undoubtedly
influenced by a desire to retain the flexibility that will permit differen-
tial increases for various groups of workers, geared to differences in labor
marke conditions for different occupation groups.

As to the form which general wage and salary increases take in these
establishments, flat dollar-and-cents increases tend to predominate (Table
10-3). This is clearly related to the high proportion of general increases
which are granted to union groups. Moreover, the proportion of increases
taking the form of flat dollar-and-cents raises tends to be highest in the
major industry groups in which relatively large proportions of establishments
are covered by collective bargaining agreements (Tables 10-4 and 10-5).2

Next in relative importance to flat dollar-and-cents increases are flat
percentage increases. Moreover, such increases tend to predominate in govern-
ment agencies and to be granted with greater than average frequency in trans-
portation and utilities. However, they are relatively rare in trade.

Range increases are most infrequent in several major industry groups,
and nonexistent in some, but occur with greater than average frequency in the
finance group, services, and government. Range increases may differ from flat
percentage increases or flat dollar-and-cents increases in that the amount of
the percentage increase or the amount of the dollar-and-cents increase may
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Table 10 - 3

Types of General Wage Increases Granted by Establis nts --

Bay Area anployer Policy Survey, 1967

1st 2nd 3rd All
Type of increase response response response responses

All establishments
Number

Per cent

Flat percentage increase

Flat dollars-and-cents
increase

Range increase with
one-step raise for
all within range

Range increase with
individual adJustments

Range increase,
type unspecified

Other

309

100.0

30.1

52.1

2.3

1.9

1.0

309

100.0

309

100.0

o.6

309

120.7a

30.7

12.0

2.3

5.8 9.4

0*3 1.3

0.3 O.3

Does not grant general
wage increases

Information not available
or no 2nd or 3rd
response given

10.4

1.9

aTotal exceeds 100.0 per cent because
one type of increase.

same establishments gave mre than

79.0

io.4

98.lfJf10,go_4



C%j
CV

c\J

U*

0

H8'SH
If'

0

0

I

H *I *
I

S
I
** . 1 6. 6 ...

t*-- ei1CW

I Lf'3I
I .3I

0
H0

t- cv 0c cn
0 0 * 0

tf.* .c
co

I I N% L- I O 0JX ()
I I 0 0 3 0 0 S

cn~3nS (

O's

0

CS

N

8

%00(

* 0

CY .

00
* S

:4 r4

sr 0

3 .

Ia'o-

* *

o~~~~c os0 * *

888rHr

ON X Ut% 0~70 ('S (
en

0
0

o~~~~~~~-pf
438

f M BA b@HV4 Ca0 w 0 e @
r4 t0.4

es

0)

X-2-b

0hvI H

4% h 63

43

0
C2
co00

ar

9 8 t:WEE"

I

H

h

to

:s

0

'9l

t g-

0ft

0

0

to a

-It
I

0

E0
E-I

43

0
J4

0

o 0

2

0

40

k
R4
$4

0

90
E*40-
0
0

0
0
£1
0
m

43

0

0

43

to

-P

H

6'
0

43

0

0

q4
t



I .*Sa 0
I * I 9

0N oJ

0

Cu

UN

0%

48

rU

*

co
0

co

8D
(A~t-.

1%0

0

It*n t

*

* 0

M C

0

8
0
0

At:

.

0
0

\cc c
*e vis.u. .

* S

0t-
* 9

tb-C

9 0

00
* S

88

c'J * oJ

* 0 0

I GO %o
I * o

V8-O

19.

ag0

0008
HHHt4o;-

to- U9UN UN4C

toe h 0

O aSO&t

0

4,4

$4 3

X-*2-c

0
0

.9.
I @

0

I

pg0

0

3:E:

. 2

0

ij
:t b

m

0

0%

CL

qz

co

Q}0
Q

Es

UN

0

E0
90

80

S 8 d

hDV4 0

0

I -M

:1

I.4

0

0
o

0

0

0
to

4,



X-3.

vary between the lower and higher levels of an existing wage and salary struc-
ture. For example, in the federal government in recent years, the lover level
grades received percentage increases of lesser magnitude than the upper levels.
Similarly, dollar-and-cents increases. may be higher at the upper levels than
at the lower levels. One-step increases within rate ranges are frequent
methods of utilizing ranges for general increases to all employees. Ordinarily,
the bottom and the top of the range are moved ahead one step in this type of
adjustment. And, as indicated in our classification, range increases may or
may not be accompanied by individual adjustments.

Finally, it should be noted that, although about a tenth of the esta-
blishments indicated that they did not follow a policy of granting general wage
and salary increases, the proportion which did not amounted to 84 per cent in
the least unionized private sector -- finance, insurance, and real estate. Among
the other major industry groups, establishments that did not grant general
increases were nonexistent or almost nonexistent in all groups but durable goods
manufacturing, in which the proportion not granting general increases was about
equal to the overall average.

F fe ia Detailed analysis of such wage
differentials as may exist within the area must await subsequent work on Part
II of the schedule used in the survey. However, interviewees were asked to
provide their own assessment as to how wage rates in their establishment
compared with those paid by other Bay Area establishments engaged in similar
activities -- for white-collar, blue-collar, and seice workers.

Probably the most significat result of this line of questioning was
the indication that there were more likely to be wage differences within the
area for white-collar workers than for blue-collar or service workers (Tables
10-6 to 10-8). More than four-fifths of the establishments that employed
blue-collar workers indicated that their wage rates for employees in this
group were about the same as those of other Bay Area establishments enga.ged
in similar activities, while an even larger percentage of the somewhat smaller
nuber of establishments employing service workers gave this response. The
corresponding proportion for white-collar workers was about 65 per cent. These
differences are probably in large part related to the far greater degree of
unionization of blue-collar and service jobs, although the relative hetero-
geneity of white-collar jobs may also have influenced some of the responses.

To the extent that interviewees indicated that their wage rates differed
from prevailing rates, they assessed them as higher in most cases. Relatively
few respondents thought their wage rates were below prevailing rates.

Variations among major industry groups in patterns of responses were not
very pronounced, although in connection with both white-collar and blue-collar
workers, establishments in transportation and utilities were relatively likely,
and those in service industries were comparatively unlikely, to report higher
rates. Of sowe interest, also, is the fact that the proportion of government
agencies reporting lower rates for white-collar workers and blue-collar workers
was somewhat above the average. Little significant variation was found in the
case of service workers (data not show).

Patterns of variation by size of establishment might have been expected,
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Table 10- 6

Estimated Relation of Wage Rates Paid by Establishment to Rates Paid
by Other Bay Area Establishments Engaged in Similar Activities,

for White-Collar Workers, by Major Industry Group --
Bay Area ltployer Policy Survey, 1967

Total
Major industry

group About the
Nunber Per cent Higher Lower same

AU establishmentsa 292 100.0 30.1 4.5 65.4

Mining and
construction 24 100*0 33.3 4.2 62.5

Manufacturing
Durable 54 100.0 25.9 1.9 72.2

Nondurable 59 100.0 37.3 6.8 55.9

Transportation
and utilities 27 100.0 44.4 3.7 51.9

Trade 42 100.0 28.6 -- 71.4

Finance, insurance
and real estate 24 100.0 33.3 -- 66.7

Services 34 100.0 17.6 5.9 76.5

Governnt 28 100.0 21.4 14.3 64*3

aTotal excludes establishments
wage rates.

not reporting information on relative
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Table 10 - 7

Estimated Relation of Wage Rates Paid by Establishment to Rateb Paid
by Otber Bay Area Establishments Engaged in 8imil Activities,

for Blue-Collar Workers, by Major Indstry Group -
Bay Area bployer Policy wurvey, 1967

Total
Major industry

group About the
Number Per cent Higher Lower Sam

All establishments8 257 100.0 12.8 4*3 82.9

Milning and
construction 25 100.0 8.0 -- 92.0

Manufacturing
Durable 52 100.0 13.5 5.8 80.7

Nondurable 59 100.0 15.3 3.I4 81.3

Transportation
and utilities 25 100.0 20.0 4.0 76.o

Trade 39 100.0 10.3 -- 89.7

Finance, insurance,
and real estate 3 100.0 * * *

Services 26 100.0 7.7 3.8 88*5

Gokerment 28 100.0 10.7 14.3 75.0

*
Percentages have not been
of cases.

computed because of the sa number

aTotal excludes establisgints not reporting information on relative
wage rates and establishments not employing blue-collar workers.
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Table 10 - 8

Estimated Relation of Wage Rates Paid by Establishment to
Rates Paid by Other Bay Area Establishents ngaged in

Similar Activities, for Thztee Occupation Groups,
by NIhber of Euloyeeg --

Bay, Area Eployer Policy Survey, 1967

Total

Number of employees About the
Number Per cent Higher Lower Same

White-collar workers

All establishmentsa 292 100.0 30.1 4.5 65.4

Less than 250 125 100.0 28.8 4.0 67.2
250 to 499 66 100.0 25.8 6.1 68sl
500 to 999 47 100.0 38.3 -- 61.7
1,000 to 1,999 27 100.0 33*3 3.7 63.0
2,000 or more 27 100.0 29.6 11.1 59.3

Blue-collar workers

AL establishmentsa 257 100.0 12.8 4.3 82.9

Less than 250 ll2 100.0 143 5.4 80.3
250 to 499 58 100.0 12.1 3.4 84.5
500 to 999 41 100,0 114.6 -- 85.4
1,000 to 1,999 22 100.0 9g1 -- 90*9
2,000 or more 24 100.0 8.3 12.5 79.2

Service workers

All establishmentsa 188 100.0 10.6 3*7 85.7

Less then 250 67 100.0 13.4 4.5 82.1
250 to 499 48 100*0 10.4 2.1 87.5
500 to 999 33 100.0 9.1 -- 90,9
1,000 to 1,999 17 100.0 5.9 118 82.3
2,000 or more 23 100.0 8.7 4.3 87.o

aTotal excludes establishments not providing information on relative wage
rates and establishments not employing the specified occupation group.
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but, in fact, proved to follow no very consistent pattern (Table 10-8).
Although there appeared to be some tendency for the proportion reporting
higher rates to decline with increasing size of the establishment, this
actually reflected chiefly the tendency for very latge establishments (or,
in the case of service workers, the next to largest size group) to report
lower rates in a greater than average proportion of cases. And a comparison
of the three tables strongly suggests that this probably reflected the inclu-
sion of a number of government agencies in these larger size groups. It will
be recalled that the government portion of our sample tended to include some-
what larger establishments than some of the other major industry groups.

Although we might have obtained a somewhat different pattern of varia-
tion if establishments with fewer than 100 employees had been included in the
sample, the pattern that emerges among these larger establishments appears to
be one of a certain amount of deviation above prevailing rates, but very little
deviation below prevailing rates. This is not a surprising pattern in a highly
unionized area. Interestingly, also, the only major industry group with an
above-average proportion of establishments reporting lower rates was rela-
tively nonunionized government, while highly unionized transportation and
utilities included a comparatively large proportion reporting higher rates
and highly unionized construction was characterized by an unusually large
percentage of establishments reporting prevailing rates.3

e . The fact that wage rates in the Bay
Area have historically tended to be relatively high, as compared with other
areas, was mentioned in the discussion of locational advantages and disadvan-
tages in Section III. Establishments associated with organizations which had
branches in other areas were asked to indicate how their wage rates compared
with those of branches in other areas -- again for white-collar workers, blue-
collar workers, and service workers.

In commenting on white-collar wage rates, very few, indeed, of these
establishments indicated that their wage rates were lower than those of branches
of their organization in other areas (Table 10-9). Slightly more than half of
the respondents thouglt they were higher, while most of the others considered
them to be about the same. The proportion reporting their rates as higher was
especially large in retail trade, which may well reflect the fact that unioni-
zation of retail trade tends to be weaker in most other areas than in the Bay
Area. On the other hand, establishments in transportation and utilities, an
industry group with a relatively high degree of unionization throughout the
country, were relatively unlikely to report their wage rates for white-collar
workers as higher than those in other areas, whereas two-thirds of these esta-
blishments indicated that their white-collar wage rates were about the same.
Interestingly, also, establishments in durable goods manufacturing were rela-
tively likely to report higher wage rates for white-collar workers.

In the case of blue-collar workers, the proportion of establishments
reporting relatively high wage rates, as comared with branches of their organi-
zation in other areas, was somewhat larger than in the case of white-collar
workers, whereas in the case of service workers the pattern appeared to be
about the same as in the case of white-collar workers (Table 10-10). But in
both cases, variations among major industry groups were similar to those pre-
vailing for white-collar wage rates, although some of the major industry groups
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Table 10 - 9

Estimated Relation of Wage Rates Paid by Establishment to Rates Paid
by Branches of Organization in Other Areas, for White-Coflar Workers,

by Major Industry Group --

Bay Area lbployer Policy Survey, 1967

Total
Major industry

group About the
Number Per cent Higher Lower same

AUl establisbmentsa 185 100.0 51.9 2.2 45.9

Manufacturing
Durable 40 100.0 67.5 32.5

Nondurable 45 100.0 51*1 -448.9

Transportation
and utilities 18 100.0 33.3 - 66.7

Retail trade 17 100.0 76.5 23.5

Finance, insurance,
and real estate 18 100.0 55.6 _ 44.44

AUl other
industries 47 100.0 36.2 8.5 55.3

aTotal excludes establishments not reporting information on relative
wage rates and establishments with no branches of the organization
in other areas.
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Table 10 - 10

Estimated Relation of Wage Rates Paid by Establishment
to Rates Paid by Branches of Organzation in Otber Areas,

for Blue-Collar and Service Workers, by Major Industry Group --

Bay Area Employer Policy Survey, 1967

Total

Major industry group About the
Numer Per cent Higher Lower same

Blue-collar workers

All establisbmentsa 155 100.0 57.5 o.6 41.9

Manufacturing
Durable goods 39 100.0 74.4 -- 25.6

Nondurable goods 44 100.0 63.6 -- 36.4

Transportation
and utilities 16 100.0 18.8 -- 81.2

Retail trade 15 100.0 73.3 -- 26.7

All other industries 41 100.0 43.9 2.4 53.7

Service workers

AUl establishmentsa 108 100.0 53.7 0.9 45.4

Maufacturing
Durable goods 30 100.0 70.0 -- 30.0

Nondurable goods 27 100.0 51.8 48.2

Retail trade 15 100.0 60.0 -- 40.0

All other industries 36 100.0 38.9 2.8 58.3

aTotal excludes establishments not reporting information on relative
wage rates, those with no branches of the organization in other areas,
and those not employing the specific occupation group,
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represented in Table 10-9 were aot shown separately in Table 10-10, because too
few of the establishments employed the relevant types of workers to yield reli-
able distributions.

Of particular interest are the responses to our next question, which
asked interviewees in establishments with relatively high rates in the Bay Area
for any of the three groups of workers to indicate whether they considered their
higher wage rates to be offset by other factors, such as higher productivity or
lower transportation costs. In reporting on the answers to this question, we
have confined the analysis to manufacturing establishments, which are consi-
derably more likely to be engaged in interarea and interregional competition
than those in most other major industry groups. Moreover, in an attempt to
determine whether the relatively rapidly expanding machinery and aerospace
industries showed a different pattern from other durable goods industries, we
have distinguished between these two groups. Actually, it would have been
preferable to consider the aerospace industries alone, but there were too few
establishments in the group to yield meaningful results. Similarly, within the
nondurable group, food and other nondurables have been distinguished.

The results for blue-collar workers are presented in Table 10-11. The
results for white-collar workers and service workers, as they related to the
presence or absence of offsetting factors, were not sufficiently different to
warrant inclusion of separate tables relating to them.

First of all, the proportion of establishments in the machinery and
aerospace group reporting higher wage rates in the Bay Area was appreciably
higher than in the "other durable" group. Interestingly the explanation of
this difference appears to lie chiefly in the fact that in the "other durable"
group, which was more highly unionized, it will be recalled (Table 6-1), the
establishments reporting that their wage rates were about the same as those in
other areas were nearly all in industries whose blue-collar workers were in
large industrial unions which had nationwide collective bargaining contracts
imposing uniform wage rates throughout the nation. Such collective bargaining
contracts clearly have a tendency to protect the Bay Area from a cometitive
disadvantage associated with its historical pattern of high wage rates.

The durable goods establishments reporting higher wage rates were almost
equally divided between those that indicated no offsetting factors and those
that reported factors partly or wholly offsetting the higher rates. However,
establishments in the machinery and aerospace group were more likely to report
higher productivity, chiefly of blue-collar workers, whereas there was a slight
tendency for relatively more of the establishments in the other durables group
- likely to be involved in the production of bulky commodities -- to mention
lower transportation costs as an offsetting factor. A number of those men-
tioning lower transportation costs -- in both durable and nondurable indus-
tries -- pointed out that It was lover transportation costs within the area,
as compared with branches in other areas, that they had in mind. California's
highly developed system of freeways probably plays a role here.

The picture in the nondurable goods sector tended to be considerably
bleaker, with a substantial proportion of the establishments that reported
relatively high wage rates indicating that the higher rates were not offset
by any other factor. It will be recalled that the establishments in the
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Table 10- 11

Estimated Relation of Blue-Collar Wage Rates in Bay Area to Those of
Branches of Organization in Other Areas, and Extent to Which

High Wage Rates Are Offset by Other Factors,
Selected Industry Groups Within Manufacturing -

Bay Area Ezployer Policy Survey, 1967

Durable Nondurable

Wage relationship and Machinery
offsetting factors Total and Other

Total aerospaceb Total Food Other

All manufacturing
establishmentsa

Number
Per cent

Wage rates about the same

No comparison possible --
different types of products
or operations
Wage rates higher

No offsetting factors

Offsetting factorsc
Higher productivity

Blue-collar
workers

85 40
100.0 100.0

30.6 25.0

2.4
67.0
38.7
25.9
21.2

2.5
72.5
32.5

35.0
30.0

10.6 15.0 20.0 12.0 6.8 8.3 4,7
White-collar
workers
Both

Lower transporta-
tion costs

Proximity to markets

Better management

Higher quality product

Informatio' on off-
setting factors not
available

3.5
7.1

7.1
1.2

1.2
1.2

5.0
10.0

10.0

2.5

2.5
2.5

5.0

6.7
6.7

__ 2.2
4.0 4.4

6.7 12.0

4.2
4o2 4.8

4.4 4.2 4.8

6.7

ag 8.0

aExcludes establishments with no branches of the organization
areas, those for which information on relative wage rates was
able, and those with no blue-collar workers.

in other
not avail-

bIncludes nonelectrical machinery, electrical machinery, ordnance, and
instruments.

CTotal percentages for specific offsetting factors exceed total shown in
this row, since some establishments mentioned more than one offsetting
factor.

15
100.0

6.7

6*7
86.6
4o.o
46.6
33.4

25
100.0

36.0

64.o
28.0
28.0
16.0

45
100.0

35.6

2.2
62.2
44.4
17.8
13.4

24
100.0

33.3

4.2
62.5
41.7
20.8
16.5

21

100.0

38.1

61.9
47.6
14.3
14.3

we __ __n0
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nondurable sector tended to be older than those in the more rapidly expanding
durable goods sector. And in this context, a comment of a representative of
one of these firms is particularly interesting:

Historically, workers in this plant were considerably more
productive than those in eastern branches. However, the
difference in productivity has narrowed appreciably. Never-
theless, this branch is likely to be maintained because of
the investment in it. Moreover, our products have been
adapted to the special needs of the California market (chemi-
cal products).

Another respondent, this time in a relatively small firm in the durable goods
sector, commented:

There are no offsets at all, and no locational advantages
whatsoever. We are here simply because we got started here
40 years ago (nonelectrical machinery).

Incidentally, both of these firm were in central city areas.

On the other hand, among nondurable goods establishments mentioning the
offsetting factor of higher productivity, there were three -- all of them manu-
facturing various food products -- that specifically mentioned lover unit labor
costs associated with superior equipment or mechanization.

A particularly interesting aspect of these findings is that higher
productivity appeared to be playing a relatively important role in the compara-
tively young and rapidly expanding machinery and aerospace group. This was
probably related to the greater likelihood that these establishments had rela-
tively new plants and modern equipment.

The linkage of Baz Area establishments with those i other areas. Before
leaving the subject of interarea wage differences, it is important to recognixe
that the results of the question on which Table 10-11 is based also shed addi-
tional light on a phenomenon of great interest -- the extent to which these
larger Bay Area manufacturing establishments were parts of organizations that
had branches in other areas. This information was to some degree obscured in
our data relating to type of organization (Table 6-15), since branch units
could either be branches of organizations confined to the Bay Area or organi-
zations that were not confined to the Bay Area, and the samue could be true of
headquarters units. But the responses to the question on interarea wage
differences indicated clearly which establishments were parts of organizations
with branches in other areas (Table 10-12).

This analysis indicates that more than three-fourths of the establish-
ments were parts of organizations with branches in other areas. Moreover, the
proportion was very high in all four of the groups of manufacturing industries
included in the table, but was especially high in other durable goods industries
and in food and kindred products. Moreover, 46.3 per cent of the manufacturing
establishments in our sample were branch units of organizations with branches
in other areas. (Not all of them, however, were branches of organizations
whose headquarters were in other areas.) Somewhat less than a fifth were
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Table 10- 12

Manufacturing Establishments With and Without Branches of Organization
in Other Areas, by Type of Organization, for Four Industry Groups --

0 Bay Area Nuployer Policy Survey, 1967

Durable Nondurable
Existence of branches
in other areas and Machinery

type of organization Total Total and Other Total Food Other
Aerospace

All manufacturing
establishments

Number 119 57 22 35 62 28 34

Per cent 100.0 100.0 100.0 100.0 100.0 100.0 100.0

No branches in
other areas 23,5 24.6 31.8 20.0 22.6 10.7 35.3

Single unit 9.2 12.3 13.6 11.4 6.5 3.6 8.8

Branch unit 6o7 8.8 18*2 2.9 4*8 -- 8.8

Headquarters
unit 7.6 3.5 -- 5.7 11.3 7.1 17.7

Branches in
other areas 76.5 75.4 68.2 80.0 77.4 89.3 64.7

Branch unit 46.3 49.1 31.9 60.0 43.6 46.4 41.2

Headqrters
unit 19.3 22*8 31.8 17.1 16.1 14*3 14.7

Area, regional,
or divisional
headquarters 10.9 3.5 4*5 2.9 17*7 28*6 8.8
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headquarters units with branches in other areas, while a small proportion were
area, regional, or divisional headquarters.

Although we have not conducted a thorough search for comparable data
relating to earlier periods, there would seem to be little question that
locally-owned, single-unit establishments would have made up a larger propor-
tion of establishments with 100 or more employees three or four decades ago.
In many instances, our respondents indicated that their establishments had at
one time been locally owned and operated but had later become branches or
subsidiaries of organizations with headquarters in another area. On the other
hand, some of the Bay Area headquarters units in our sample had established
branches in other areas at some time in the postwar period. The information
gathered in our interviews on this process merit further exploration, perhaps
in the form of a doctoral thesis.

The implications of this shift in the pattern of ownership and control
of Bay Area manufacturing establishments are obviously of great importance.
Only a few comnents relating to them can be made at this point. Higher wage
rates in a given area may have quite different implications for an establish-
ment which is a branch of a large national corporation than for a locally-
owned single-unit enterprise. A study of the geographical pricing policies of
the large national corporations involved awd Of the struicture of competition
In the industry would be necessary for a full Interpretation of the impli-
cations.

Moreover, locational advantages and disadvantages assume a somewhat
different character when a large national corporation is deciding whether to
acquire a locally-owned firm in the Bay Area or establish a branch there, as
compared with the factors that influence the establishment of a single-unit
enterprise. It has been customary in economic analysis of the location of
manufacturing establishments to distinguish between manufacturing industries
that are likely to find it advantageous (1) to locate near their markets,
(2) to locate near sources of materials, or (3) to be influenced primarily
by other factors, in which case the industry is characterized as "foot-loose."
However, the location of branches of large national corporations tends, parti-
cularly when consumer goods are involved, to be determined on the basis of
access to regional markets. This undoubtedly helps to explain why proximity
to markets figures so prominently in the assessment of factors influencing
optimal location, for manufacturing establishments as well as for trade and
service industries, reported in Section III.
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Footnotes to Section X

1. Joint Ware and Salar= Survey, Bay Area Salary Survey Coittee
(annual).

2. See Table 6-1 for proportions covered by collective bargaining
agreements.

3. There appears to be some confirmation of such a pattern, but only
for the more unionized occupations, in the data compiled by the U. S. Bureau
of Labor Statistics in its wage surveys in the San Francisco-Oakland Metropo-
litan Area. See, for example, AreaWA_e Survey: San Francisco-Oakland,
California Metro tan U. S. Bureau of Labor Statistics,
Bulletin No. 1530-36 (Washington, D. C.: U. S. Government Printing Office,
1967). However, the proportion of workers receiving wages below what appear
to be the prevailing rates is somewhat larger than our responses suggest.
This difference may very well be explained by the inclusion of smaller esta-
blishments in the BLS surveys. Other wage and salary surveys published in the
area are not useful for the purpose of studying patterns of variation, since
the results are published in term of the median, inter-quartile range, etc.


